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A B S T R A C T 
Prior research on professional-organizational conflict has focused on the 
relationship between professional and organizational commitment and neglected the 
possible effects of individual and organizational characteristics on the perceptions of 
such conflict. This negligence might have hindered our understanding ofthe 
antecedents and the nature of work role conflict experienced by employed 
professionals. In view of this, the present study attempts to integrate professional role 
motivation theory and role theory to investigate the antecedents and consequences of 
perceived interrole and person-role conflict among a group of employed accountants. 
In particular, sources of conflict other than from professional and organizational 
commitment were studied. 
Professional role motivation theory postulates that failure to achieve two types 
of congruence - congruence between organization type and organizational role 
prescriptions, and congruence between professional and organizational role 
requirements, would result in ineffectiveness in both organization and its members. 
The role theory suggests that an incompatibility of role expectations between two or 
more roles would lead to interrole conflict, whereas an incompatibility between an 
individual's orientations and the role expectations would lead to person-role conflict. 
This study thus hypothesizes that incongruence between professional and 
organizational role requirements would result in a perception of interrole conflict, and 
incongruence between an individual's professional motives and organizational role 
requirements would result in a perception of person-role conflict. In addition, the 
perceptions ofinterrole and person-role conflict are expected to lead to a lower level 
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oforganizational identification andjob satisfaction, and an increased propensity to 
leave among the respondents. 
Data was collected from 251 professional accountants employed in different 
organizational settings. Path analysis and hierarchical multiple regression were used 
to test the hypothesized relationships. Results showed that there was a sense of 
interrole conflict when the professional role requirements were higher than those of 
the organization, but not the vice versa. On the other hand, a role requirement 
discrepancy (i.e., individual professional motives being higher than the organizational 
role requirements) led to a perception of person-role conflict whereas a motive 
discrepancy (i.e., organizational role requirements being higher than individual 
professional motives) did not have any significant impacts. Results further showed 
that both interrole and person-role conflict had a negative impact on the three work 
outcomes mentioned above. Discussions were made on the possible interpretations of 
the above findings. Some research and managerial implications were suggested. 
Lastly, limitations ofthis study and future research suggestions were also discussed. 
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C H A P T E R I 
nsfTRODUCTION 
The high degree of specialization and the division oflabor in the modern 
economy have resulted in a noticeable proliferation of professional organizations. 
Business has been employing professionals in growing numbers and expanding 
roles. As a result, increasing number of professionals are employed in 
organizations. Such professionals (e.g., accountants, lawyers) play an 
indispensable role in the business world as they provide important services and 
facilitate economic exchange. Theirjob performances would directly affect an 
organization's effectiveness. Accordingly, a great deal of academic scrutiny has 
been directed towards the study of their relationship with the employing 
organization over the past twenty years (Abbott, 1988; Bartol, 1979; Maister, 
1993). 
The relationship between organizations and their professional employees 
has tradiiionally been characterized as conflicting on the assumption lhal 
organizational and professional norms and values are inherently incompatible 
(Blau and Scott, 1962: Hall. 1967). Based on the inc0n2ruilv thesis, mosl studies 
W' -• 
on ihc professionals throughout ihe 1960s and 1 970s look the vicw that 
organizational and professional commitment (Hall. 1968; Montagna. 1968), or 
bureaucratic and professional oriemation (Sorensen and Sorensen. 1972. ]974j are 
mutually exclusive aiiiludes. They typically ireaied the two forms ofcommitmenl 
as the antecedents ofthe so-called organizational-professional conflict (OPCj. 
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However, the findings ofthese studies have been somewhat inconsistent. 
Sorensen (1967), and Schroeder and Imdieke (1977), for example, obtained results 
supporting the notion of conflicting orientations, whereas Hall (1967, 1968) and 
Montagna (1968) observed that the organizational and professional commitment 
may not, and fundamentally need not, be antithetical. Nevertheless, prior research 
consistently found that a perception of O P C would lead to undesirable work 
outcomes such asjob dissatisfaction, alienation, and turnover (Miller, 1967; 
Sorensen and Sorensen, 1974). 
Based on the results ofthe earlier research, more recent studies started to 
question the notion of "inherent conflict" experienced by the employed 
professionals. They investigated, rather than assumed, the existence of such 
conflict. However, their investigations of O P C have been restricted to the study of 
organizational and professional commitment. For example, some ofthem found a 
positive correlation between the two forms of commitment and concluded that low 
level ofOPC existed among professionals (Gunz and Gunz, 1994; Wallace, 1993). 
Similarly, Aryee, Wyatt, and M m (1990) found that professional commitment was 
an antecedent oforganizational commitment for a group ofprofessional 
accountants. Aranya and Ferris (1984) maintained that the interaction ofthe two 
forms of commitment was inversely related to OPC. 
Based on the above review, it can be noted that organizational-professional 
conflict is one ofthe major concerns in the professional literature. However, past 
research on O P C has narrowly focused on two variables, the organizational and 
professional commitment. Individual characteristics (such as socio-demographic 
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background, aspirations, and motives), organizational characteristics (such as 
structure, climate, and the nature ofbusiness), and the characteristics of a given 
profession (such as its norms and values, expectations for standard behaviors), 
which may also determine the existence of OPC, have been consistently neglected 
in the existing literature. In view of this, the main purpose ofthe present study is 
to fill this important research gap by examining the antecedents and consequences 
of interrole and person-role conflict in a professional context. Professional role 
motivation theory and role theory provide a theoretical framework for this study. 
The effect ofan incompatibility (or discrepancy) between organization's role 
prescriptions and individual's professional motives, and between the role 
requirements ofthe organization and the profession on the perceptions of such 
conflict would be investigated. In particular, the differential effects ofapositive 
and a negative discrepancy on the perceptions ofrole conflict would be explored. 
Finally, the effects ofperceived role conflict on work outcomes such as 
organizational identificationJob satisfaction, and propensity to leave would also 
be studied. 
This study takes the first step to offer a complete testing and validation of 
the professional role motivation theory in a professional context. The results ofit 
are thought to provide information about the relevancy and significance of 
intrinsic professional motives in predicting professional work outcomes (Sharma, 
1997). The investigation of the differential impacts ofapositive and a negative 
discrepancy between professional and organizational role requirements, and 
between organizational requirements and professional motives should also help to 
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advance our understanding of the nature and consequences ofthe organizational-
professional conflict experienced by employed professionals. 
This research report is organized in the following way. Chapter II presents 
the theoretical arguments of this study. Chapter III introduces the proposed 
hypotheses. Chapter IV is a discussion on the research design and methodology. 
Chapter V gives the results of the study. Lastly, chapter VI is the discussion and 
conclusion. 
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C H A P T E R II 
THEORETICAL B A C K G R O U N D 
The present study focuses on the antecedents and consequences of interrole 
and person-role conflict perceived by employed professional accountants. The 
theoretical model is conceptualized within a person-organization fit framework. 
Miner's (1981) professional role motivation theory and the role theory are the two 
theoretical approaches employed in developing the hypothesized relationships in the 
study. 
The Person-Organization Fit Framework 
Person-organization fit has been the subject of research for organizational 
behavior over recent years. The concept of person-organization congruence is 
grounded in the interactionist theory of behavior (Muchinsky and Monahan, 1987). 
Traditionally, research on understanding and predicting behavior has taken two very 
different forms - the individual difference approach and the situational approach 
(Chatman, 1989). The individual difference approach proposes that a person's 
behavior can best be predicted by measuring his or her personality traits, values, 
motives, abilities, and affect because such elements are both stable and are reflected in 
behavior (Block, 1978; Staw and Ross, 1985; Weiss and Adler, 1984). In contrast, the 
situational approach proposes that a person's behavior can best be predicted by 
assessing the characteristics ofhis or her situation (Salancik and Pfeffer, 1977, 1978; 
Skimier, 1971). The interactionist theory, which is an integration of these two 
approaches, asserts that neither personal characteristics nor situational constraints 
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explain most of the variance in behavioral and attitudinal variables. Rather, it is the 
interaction of personal and situational variables, which accounts for the greatest 
variance (Muchinsky and Monahan, 1987; Terborg, 1981). 
Based on the arguments of interactional approach, it is the fit，or congruence, 
between individuals and situations that is of prime importance. Person-organization fit 
(P-0 fit) offers a useful framework for studying such fit or congruence in 
organizational settings. Most researchers broadly define P-0 fit as the compatibility 
between individuals and organizations (Kristof, 1996). Specifically, Muchinsky and 
Monahan (1987) have differentiated two types of match between people and 
enviromnent, which are supplementary fit and complementary fit. Supplementary fit 
occurs when a person "supplements, embellishes, or possesses characteristics which 
are similar to other individuals" in an environment. Complementary fit occurs when a 
person's characteristics "make whole" the environment or add to it what is missing. 
Complementary fit can be further divided into the needs-supplies perspective and the 
demands-abilities perspective (Caplan, 1987; Edwards, 1991). From the needs-
supplies perspective, P-0 fit occurs when an organization satisfies individuals' needs, 
desires, or preferences. In contrast, the demands-abilities perspective suggests that fit 
occurs when an individual has the abilities required to meet organizational demands. 
A comprehensive review of the existing P-0 fitliterature conducted by Kristof 
(1996) reveals that most of the existing P-0 fit studies have focused on the effects of 
supplementary fit on work outcomes. Many of them have defined P-0 fit as the 
congruence between patterns of organizational values and patterns ofindividual 
values (Boxx, Odom, and Dunn, 1991; Cable and Judge, 1996; Chatman, 1991; 
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Posner, 1992). Some of them have conceptualized P-0 fit as goal congruence between 
the person and the organization (Vancouver and Schmitt, 1991). Other 
conceptualizations include a fit between personal orientations and organizational 
climates, in which personal orientations are broadly defined as sets ofpreferences, 
values and beliefs about oneself in relation to the organizational environment (Cooke 
and Rousseau, 1983; Ostroff and Rothausen, 1997)，and a congruence between 
individual personality and perceived organizational image or personality (Bowen, 
Ledford，and Nathan, 1991; Tom, 1971). 
On the other hand, the number of study on complementary flt is much fewer. 
According to Kristofs (1996) review and a further literature search conducted by us, 
there are only six P-0 fit studies that has investigated the effects of complementary fit 
on individual work outcomes such as work attitudes, intention to quit and stress (Bretz 
and Judge, 1994; Chesney and Rosenaman, 1980; Downey, Hellriegel, and Slocum, 
1975; Ivancevich and Matteson, 1980; Matteson and Ivancevich, 1982; Tziner, 1987) 
within the past four decades. In two of these studies, the demands-abilities perspective 
is adopted and P-0 fit has been conceptualized as the degree to which individual 
knowledge, skills, time and energy are matched withjob requirements or 
environmental demands (Bretz and Judge, 1994; Edwards, 1996). For the rest ofthe 
studies, the needs-supplies perspective is employed. Two of them have conceptualized 
P-0 fit as a match between individual personality needs / personal preference and 
organizational climate (Downey, Hellriegel, and Slocum, 1975; Tziner, 1987). Three 
ofthem have used self-reports to characterize subjects as either with type A or type B 
personality to assess a match between individuals and organizations (Chesney & 
Rosenman, 1980; Ivancevich & Matteson, 1980; Matteson & Ivancevich, 1982). 
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The above review on the P-0 fit literature suggests that more research effort 
should be directed towards the study of the impact of complementary fit between 
individuals and organizations on work outcomes, and especially to the demands-
abilities perspective of P-0 fit. The role motivation theories provide an appropriate 
theoretical framework to guide such kind of studies. 
Role Motivational Theories 
Role motivation theories were initially developed by Miner in 1957. The 
theories deal with the relationships among organization types, role requirements for 
key performers that follow from these organizational forms, and the motivational 
patterns that fit these roles. They are in effect meso theories that tie together the macro 
(organizational) and micro (individual) levels of organization science (Miner, 1993, 
p.9). The theories spell out a set of informal role requirements that are derived 
logically (and in some case empirically) from the form of organization involved. A 
matching set ofmotive patterns is then specified, one for each role requirement. Ifthe 
role-motivation match is good, the likelihood increases that the role requirements will 
be carried out and that effective performance will occur. On the other hand, ifthe 
motive pattern ofan individual does not fit the required role, there is an increasing 
likelihood that the individual will be unsuccessful in carrying out the required work 
duties properly (Miner, 1993, p.9). 
In other words, role motivation theories are based on the principle that for 
effectiveness ofindividuals and organizations to occur, three components need to be 
congruent with one another. These are, (1) an organization type with a characteristic 
set ofstructures and processes, (2) a specific set of informal or formal role 
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prescriptions that follow logically from the organization type, and (3) a set of motive 
patterns that follow logically from the prescribed role. Relative to other congruence 
theories, these theories consist of a more limited set of components, and the degree of 
specificity of the theoretical statements is relatively high. Once an organizational type 
is established, effectiveness will be compromised to the extent existing role 
prescriptions deviate from the theoretically appropriate ones and to the extent 
individual motive patterns deviate from what the roles would call for (Miner, Crane, 
and Vandenberg, 1994). 
The theory differentiates organizational forms in terms of the mechanisms 
used to elicit efforts from members. At various points these mechanisms have been 
referred to as control systems or inducement systems. It is also possible to view them 
as power configurations as Minzberg (1983) has done (Miner, 1990). The theory 
utilizes a taxonomy of four such organizational systems, each operating within its own 
specific domain. They are a hierarchic form, a professional form, a task form and a 
group form (Miner, 1975, 1980a). The four types of organizations described are not 
exhaustive ofall possible organizational types, but they do represent the major 
existing forms of organizations (Miner, 1993，p.l). In fact, they are widely identified 
and described in the literature, although each one is usually considered independent of 
the other three. For example, Weber (1968) considers hierarchic systems, Vollmer and 
Mills (1966) treat professional systems, Collins, Moore, and Unwalla (1964) focus on 
entrepreneurial systems, and Herbst (1976) deals with socio-technical systems. Some 
sense ofthe pervasiveness of the organizational taxonomy developed may be gained 
by comparing it with a similar approach proposed by Minzberg (1983, 1984, 1985). 
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According to Miner (1993), Minzberg's views were developed entirely independently. 
Yet, the parallels between the two typologies are striking. 
Corresponding to the four types of organization identified, four parallel, but 
distinct theories of motivation-organization fit have been proposed (Miner, 1980a， 
1982). Ofthese theories, the one with the longest history and the greatest research 
support is the hierarchic role motivation theory (Miner et al., 1994). The initial, very 
tentative, statements of this theory were set forth by Miner in 1957, in certain internal 
memoranda ofamajor oil company in which he was associated with (Miner, 1978). 
The hierarchic theory applies to hierarchic, or bureaucratic systems in which managers 
are the key performers (Miner, 1965, 1977) and in which power is exercised down 
through the managerial hierarchy. The second theory, the professional role motivation 
theory applies to the domain of professional inducement systems, where power is 
exercised primarily by professionals as the key performers. These professionals are in 
turn influenced, not by a higher level of management, but by the internalized values, 
norms, ethical precepts, and codes ofthe profession (Miner, 1990). In task role 
motivation theory, the key performers are those who are most fully embedded in the 
pushes and pulls of the system. Power resides not in higher level managers or 
professional norms, but in the task itself and the way it has been structured. Many 
business owners, including entrepreneurs and perhaps members oftheir families, 
provide good example. The last theory, group role motivation theory, operates in 
group systems where power resides in work groups tied together by a pervasive 
organizational ideology or culture. Here the component groups utilize voting and 
consensus formation processes to reach decisions. Group members in good standing 
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represent the key performers. Sociotechnical groups and certain voluntary 
organizations fit this pattern (Miner, 1990). 
The hierarchic theory has been in existence for over 30 years and has 
generated a considerable body of research, most of it is supportive (Berman and 
Miner, 1985; Holland, Black, and Miner, 1987; Miner, Chen, and Yu, 1991). Task 
theory has exhibited considerable validity in recent research on entrepreneurs (Bellu, 
Davidsson, and Goldfarb, 1990; Miner, Smith, and Bracker, 1992; Porter, 1991). 
Relatively little research has been done to test the professional theory. An extensive 
literature review on the theory reveals that there are only four studies concerning this 
issue up to this moment (Al-Kelabi, 1991; Miner, 1980b; Miner et al., 1994; Pilgrim, 
1986). Finally, the group theory has received the least attention among the four role 
motivation theories. It has not been tested in its motivational aspects as yet (Miner et 
al., 1994). 
The Professions 
The focus ofthis study is on professional role motivation theory. Like other 
role motivation theories, professional role motivation theory operates within its own 
specific domain, and in this case, the professional context. 
Professional organization encompasses several different forms. The basic form 
is individual private practice. This form of operation may be expanded to group 
practice, and still flirther to professional units within corporations. As the number of 
professionals increases，the number of non-professional support personnel tends to 
increase also. These nonprofessionals may be organized in a hierarchic manner, and 
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many features of bureaucracy may appear in these components. What is distinctive 
about professional organizations, however, is that authority remains in the hands of 
the professionals, ultimately they make the key decisions (Miner et al., 1994). In 
professional organizations, members of the core profession assume the key roles and 
participate in major decision making. In the conduct of their affairs, the professionals 
use committees and voting procedures extensively. The overall structure tends to be 
flat with status differentiation based on professional expertise and experience. 
Individual efforts are devoted to professional goals, and career development is 
oriented toward professional development (Miner, 1993). 
Literature on the professions has shown that they possess several 
characteristics, which result in a context in which individual motives are ofparticular 
relevancy and importance. First, professional works usually involve the use ofbodies 
ofabstract knowledge and esoteric techniques acquired through training and 
experience (Larson, 1977). As a result, the "recipients ofexpert services" are not 
themselves adequately knowledgeable to solve the problem or to assess the services 
received (Freidson, 1983: 41). Many researchers have solidified the view that 
professions did, indeed, have a great deal of say in how their work was done and how 
their services were delivered (Dingwall, 1983: 5; Hughes, 1958). This has been 
referred to as "the knowledge asymmetry" in principal-professional agency 
relationship (Dingwall, 1983; Sharma, 1997). 
Second, due to the abstract nature of and flexibility in the tasks carried out by 
professionals, and a high level of professional autonomy necessary for the optimal 
exercise ofone's professional role (Goode, 1957; Moore, 1976), it is difficult for their 
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employers (the principals) to monitor their performance closely. In fact, Sharma 
(1997) has argued that both monitoring and metering, which are control mechanisms 
outlined in mainstream agency theory, are highly problematic when knowledge-
intensive service products are involved. 
Third, even ifclose monitoring by the principal is made possible, it is argued 
that counterproductive behaviors may result from surveillance ofone party (e.g., 
employee) by another (e.g., employer). Citing research about attitudes and behaviors 
in social psychology, Ghoshal and Moran (1996) have argued that such surveillance 
can induce feelings of anxiety and reduce productivity from loss ofmotivation. Such 
counterproductive response of surveillance can be seen as rooted from the presumed 
normative control and altruistic orientations underlying the professions (Parsons, 
1968). Professions are traditionally perceived by sociologists as honored servants of 
the public, with an apparent denial of self-interest in serving society (e.g., Freidson, 
1970a,b; Parsons, 1968). In addition, members in the professions typically have a 
lifelong sense ofcalling to the profession, and a belief in self-regulation (Bartol, 1979; 
Hall, 1968; Kerr, Von Glinow, and Schriesheim, 1977). As a result, they may expect 
the others to recognize their inherent professional altruistic motives, and to take the 
view that they can be trusted to control their work without taking advantage ofsuch 
tmst. Consequently, they may have a feelings of resentment and become unmotivated 
when they experienced a lack of trust from their employers (Frey, 1993). 
These three characteristics, when taken together, present a special problem of 
control for professionals (Sharma, 1997). As a result, the importance ofintrinsic 
professional motives for maintaining the quality of work done or services delivered 
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become especially salient in the professional context. The level of such professional 
motives possessed by professional employees is also likely to affect other attitudinal 
and behavioral work outcomes, such asjob satisfaction and propensity to leave (A1-
Kelabi, 1991). These all add to the relevancy of a fit between professional role 
requirements and professional motive patterns in predicting individual and 
organizational outcomes, as described in the professional role motivation theory. 
Professional Role Motivation Theory 
Figure 1 outlines the professional role motivation theory. It states out five 
types of organizational role requirements which combine with five matching 
motivational patterns within the individual to activate the organization and fuel 
professional work behavior (Miner et aL, 1994). The five role prescriptions were 
developed originally from various definitions of professionals and professional 
organizations, and from related research (Etzioni, 1964; Satow, 1975; Vollmer and 
Mills, 1966). These role prescriptions are as follows: 
(1) Desire to learn and acquire knowledge matches with the acquiring 
knowledge role requirement. In the professions, the essence of the work is technical 
expertise be developed, transmitted, and used in providing professional service to 
clients. Accordingly, to do professional work well a professional must want to leam 
what needs to be learned in order to provide an expert service. Those who do not want 















































































































































































































































































(2) Desire to exhibit independence matches with the acting independently 
role requirement. Professionals have a personally responsible relationship with 
clients. It often requires independent action based on their own best professional 
judgment. It is necessary to determine what the best interests of the client are and then 
act to serve those interests, even if the client wants something else. Only in this way 
will professional expertise be brought to bear fully. Professionals who find it difficult 
to act independently, or are afraid to do so, run the risk that their special knowledge 
will not be used, which in turn will affect the quality of the professional services 
provided. 
(3) Desire to acquire status matches with the accepting status role 
requirement. The provision of professional services to clients is predicted on client 
recognition ofthe professional's expert status. Professionals must take steps to 
achieve and retain status in the eyes of users and potential users oftheir services. 
Without this the services will simply go unused, no matter how effective they might 
have been. Consequently, professionals who are embarrassed at promoting themselves 
or find such activities distasteful are unlikely to have successful careers. Research and 
/ or publication are one means to status acquisition. In the professions, it is common 
practice to seek status among professional colleagues initially, this is subsequently 
transmitted to the client population. 
(4) Desire to help others matches with the providing help role 
requirement. The professional-client relationship is central to any professional 
practice. In that relationship, the professional is expected to assist the client in 
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achieving desired goals, or in some instances what from a professional perspective is 
in the client's best interests, even if not consciously desired. As a consequence, a 
professional must want to help others. In certain professions, this role requirement is 
recognized by the designation "helping profession". However, helping in some form is 
inherent in all professions. Those who are unmotivated to help others lack something 
as professionals. Although this type of motivation is usually interpreted in terms ofa 
desire to serve others, it mayjust often reflect as a desire to serve oneself. This latter 
process is inherent in the concept of"helping power" (McClelland, 1975) whereby an 
individual satisfies certain types of power motives by assuming a role where clients 
are dependent on him or her for assistance. 
(5) Value-based identification with the profession matches with the 
exhibiting professional commitment role requirement. Professional careers are 
intended to be ofalife-long nature. There is a substantial investment in training over 
many years. Thus there must be a strong emotional tie to the profession that keeps 
members in it. This is achieved through value-based identification. This professional 
commitment also serves to keep members responsive to the profession's ethical 
norms. Without such an identification, individuals may leave the profession in search 
ofgreater opportunities prior to the time the training investment is recovered, and they 
may also act in "unprofessional" ways, perhaps to the point ofbeing expelled from the 
profession. Professional identification or commitment is thus a crucial ingredient in 
the profession's survival. 
Professional role motivation theory, and in fact all four role motivation 
theories, deal with two forms of congruence or fit (Miner et al., 1994). The first one 
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is organization type - role prescriptions congruence. The theory suggests that a 
specific set offormal or informal role prescriptions should follow logically from a 
given type oforganization. Thus, for effectiveness to occur, the role requirements 
specified by an organization with a particular organization type must fit with those 
that are presumed to be appropriate for that organization type. For example, ifan 
organization is classified as being a professional organization, the role requirements 
for its members must match with those that are presumed to be appropriate for a 
professional organization. In this study, such fit between organization type and role 
prescriptions in a professional context is termed as professional-organizational role 
congruence (or dual role congruence). The second type is individual - work role 
congruence. The theory suggests that a specific set of motive patterns should follow 
logically from a given set of work role requirements. Thus, for effectiveness to occur, 
the motive patterns possessed by an individual who works for a particular organization 
must fit the work role requirements specified by that organization. It should be noted 
that such role prescriptions and motive patterns are domain specific (Holland et al., 
1987; Miner, 1980b). In other words, professional role prescriptions and professional 
motive patterns are relevant to performance within the professional domain. However, 
they should have little or no conceptual relationship to performance within the other 
domains such as the hierarchic domain. 
Rather limited research has been conducted to validate the professional role 
motivation theory. The study of Miner (1980b) is among the few examples. It utilized 
both Form P and Form H ofMSCS as well as an extensive questionnaire dealing with 
various indexes ofprofessional success. The sample consisted of 112 professors at 
various colleges and universities in the United States. Correlation analysis was 
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employed to test the hypothesis that the theory of professional inducement will more 
effectively predict professional career accomplishment than will the hierarchic 
inducement theory. No assessment of the type of organization systems involved was 
made. Results showed that the professors were consistently higher on professional 
than on managerial motivation, and that most of the measures ofprofessional success 
were significantly correlated with the M C S C - Form P measures. 
Another study concerned with the professional theory was that ofPilgrim 
(1986). The purpose of the study was to develop and field test a professional role 
motivation training package. The sample consisted of 89 practicing special educators 
employed by a school. The analysis of covariance ( A N C O V A ) was the major 
analytical procedure used, and the treatment was the ten-hours training program. 
Results showed that the special educators perceived their work environment as being 
more professionally oriented after the training, as measured by the Oliver 
Organization Description Questionnaire (OODQ) (Oliver, 1981). However, the role 
motivation training effected only one change in the level ofprofessional motives - an 
increase in the level of motivation to accept status. Certain analyses were carried out 
in which professional motivation was correlated with measures ofprofessional 
success such as professional association activities and publications. But no significant 
resull;s were obtained. Miner (1993) suggested that the basic problem ofthis study is 
that the domain position is not well established for the special educators. The 
insignificant results were probably due to the fact that the teacher is a semi-profession 
rather than a fully-fledged profession (Etzioni, 1964). This argument is consistent 
with the O O D Q findings in the study, in which the special educators scored high on 
both Professional and Hierarchic Score. 
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Al-Kelabi (1991) conducted another study in Saudi Arabia. The sample 
contained 301 people employed by a hospital, an office automation company, and a 
computer services company. Correlations between the M S C S - Form P measures and 
criterion measures (i.e., job satisfaction and intention to turnover) were obtained. 
Significant correlations existed within the professional domain but not the hierarchic 
domain. Thus, consistent with the limited domain theory of organizations, individuals' 
job satisfaction and intention to leave are dependent on a fit between their perceptions 
of motivation and the work situation. 
The most recent research on the professional theory was conducted by Miner, 
Crane, and Vandenberg (1994). Professional role motivation theory deals with the 
professional domain generally, and thus should be applicable to any fully-fledged 
professional working in a professional-organizational context, whether a free-standing 
professional organization, a professional component of a larger bureaucratic structure, 
or a private professional practice (Miner, 1993, p.l33). The study intended to test the 
theory more broadly, and to consider the matter of varying organizational contexts. 
The sample was a group of 100 labor arbitrators working in various professional-
organizational context such as a university, a law firm, the government, and a private 
practice. O O D Q was used to assess the domain of the work situations and zero order 
correlations were used to test the associations between M S C S — Form P measures and 
success measures. The findings indicated that arbitrators worked in a predominantly 
professional context, and professional motivation was closely associated with various 
indexes of arbitrator effectiveness. 
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Role Theory and the Role Episode Model 
According to the professional role motivation theory, fail to achieve the 
dual congruence (professional-organizational role congruence and individual-
work role congruence) would result in ineffectiveness, and affect both individual 
and organizational performance. However, the theory has not accounted for any 
other possible undesirable attitudinal outcomes resulted from such incongruence. 
By integrating professional role motivation theory with role theory, the present 
study suggests several other undesirable outcomes from such incongruence, and 
spells out two possible intervening variables underlying the relationship between 
the incongruence and its negative impacts - perception ofinterrole and person-
role conflict. 
The body ofknowledge that is termed role theory consists ofclusters of 
concepts, emerging sub-theories, and a diverse set ofempirical research findings that 
address specific aspects of social behavior (Hardy and Hardy, 1992). Within an 
organizational context, the term role can be defined as a set ofexpectations applied to 
the incumbent ofaparticular position by the incumbent and by socially significant 
others (role senders) within and beyond an organization's boundaries (Banton, 1965; 
Gross, Mason, and McEachem, 1958; Neiman and Hughes, 1951). The classical work 
ofKahn，Wolfe, Quinn, Snoek, and Rosenthal (1964) - the role episode model, 
provides a theoretical base for the study ofrole conflict in organizations. This model 
is based on the assumption of a reciprocal interaction between two persons 一 the 
incumbent ofa role (the focal person) and the person who holds a set ofbeliefs that 
constitute the role (the role sender). The role sender communicates a set ofrole 
expectations in the form of role pressures to the focal person (the sent role). The focal 
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person receives this communication in the form of perceived role and responds to it by 
taking some actions (the role behavior). Finally, that behavior is fed back to the role 
sender and is compared to some standard or expectation held by the role sender, and 
the result ofthat comparison may influence the sender's expectation for future 
behaviors (Ilgen and Hollenbeck，1990; Pandey and Kumar, 1997). This basic process 
has been elaborated on by incorporating the influences of organizational factors (e.g., 
size, structure, role requirements), personal factors (e.g., motives, abilities, values), 
and interpersonal factors (e.g., communication styles, respect, liking) (Katz and 
Kahn, 1978). 
Role conflict has been defined as the "simultaneous occurrence oftwo (or 
more) sets ofpressures such that compliance with one would make more difficult 
compliance with the other". Four types of role conflict have been identified in general 
(House and Rizzo, 1972; Kahn et al., 1964; Pandey and Kumar, 1997). (1) Intrasender 
conflict is experienced when a person receives two or more incompatible expectations 
from a single role sender. (2) Intersender conflict is the extent to which the 
expectations from one or more role senders are incompatible with the expectations of 
one or more other senders in the same role set. Thus, the conflict is within one role 
(intrarole) and not between roles (interrole). (3) Person-role conflict is experienced by 
the role incumbent when the expectations associated with the work role are 
incompatible with his or her aspirations, orientations or values. This definition clearly 
identifies the conflict to be between the person and the work role only. (4) Interrole 
conflict is the extent to which the expectations associated with one role are 
incompatible with that of another role. In addition, Kahn et al. (1964) proposed 
another complex form of conflict as a combination ofthe above four types - role 
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overload. It is the extent to which the various role expectations communicated to a 
role incumbent exceed the amount of time and resources available for their 
accomplishment. 
Role conflict has been proposed to have an objective or environmental 
component, and a subjective, experienced, or psychological component (Pandey and 
Kumar, 1997). Objective role conflict is an actual and verifiable condition in the 
environment ofthe focal person, while subjective role conflict is the conflict based on 
the perceptions ofenvironmental pressures by the focal person (Kahn et al., 1964). 
Since it has been argued that people's perceptions of reality drive their cognitive 
appraisals ofand reactions to specific situations O^ isbett and Ross, 1980), and 
characteristics such as role expectations, motives or values are often difficult to verify, 
we follow the other researchers, practice to measure the subjective component ofrole 
conflict (Kopelman, Greenhaus, and Connolly, 1983). 
Interrole Conflict Among Professionals 
〇ne major theoretical perspective in the study ofrole is the structural-
ftmctional role perspective (Hardy and Hardy, 1992). It focuses on society, social 
systems, social structures, and other patterned behaviors that develop over time. 
Social structures are seen to shape and to a large extent determine individual 
behaviors (Merton, 1968; Parsons, 1951). That is, the behaviors ofarole occupant can 
be considered to be structurally determined by the social forces dominant in a given 
society at any point in time (Bandura and Walters, 1963; Brim, 1966). In professional 
or knowledge-based systems, role requirements derive from the values, norms, ethical 
precepts，and codes of the profession. They are transmitted through early professional 
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training, by professional associations, and by colleagues. In particular, professional 
associations play a key role for professionals, as these associations establish norms 
and role prescriptions for them (Miner, 1971). Thus, the expected or patterned 
behaviors ofprofessional employees can be assumed to be determinedjointly by their 
organization and the profession in which they are associated with. 
For the present study, interrole conflict is defined as a form ofrole conflict 
that arises from incompatible role requirements between two or more work-related 
roles. Literature on the professions indicates that professions impose a set of 
expectations on individual professionals through various professional associations. 
Professionals practise an accepted body ofknowledge, regulate or govem themselves, 
enforce a code ofethics, and work autonomously (Goode, 1969; Kerr, Von Glinow, 
and Schriesheim, 1977; Vollmer and Mills, 1966). These elements ofprofessionalism 
combine to form a shared set of expectations concerning professional behaviors. On 
the other side, organizations also invoke expectations, minimally expecting employees 
to complete some tasks in return for compensation and, usually, to perform the tasks 
in a prescribed manner. The goals of the organization, however, may differ from those 
ofthe profession. Organization may be concerned with survival and the economic 
imperative (Grover, 1993). Professional employees may therefore experience 
divergent organizational and professional expectations concerning proper role 
behaviors of them (Corwin, 1961;Hall, 1968; Sorensen and Sorensen, 1974). This is 
one example of what Kahn et al. (1964) has described as a spedfic instance of 
imerrole conflict, in which the role pressures associated with membership in one's 
organization are in conflict with pressures stemming from membership in other 
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groups. Individual professionals who work within a professional organization 
frequently experience such interrole conflict (Hrebiniak and Alutto, 1968). 
In summary, incompatible organizational and professional role requirements 
would lead to conflicting expectations for being a professional and an employee. 
Under such situation, employed professionals would have a sense of interrole 
conflict. 
Person-Role Conflict Among Professionals 
Another type ofrole conflict to be examined in this study is person-role 
conflict. It has been defined rather vaguely in previous studies as its definition 
involves broadly defmed concepts such as personal orientations, aspirations, or basic 
values (Kopelman et al., 1983; Michaels, Day, and Jochimstaler, 1987). For the 
present study, person-role conflict is defined as a form of conflict that arises from an 
incompatibility between individual motives and the role expectations ofagiven role. 
According to professional role motivation theory, a professional organization would 
prescribe a specific set oforganizational role requirements, which have to be matched 
with a corresponding set of individual motive patterns. If such role requirements are 
perceived as incompatible with an individual's motive patterns, the individual would 
perceive a certain level of person-role conflict. 
Consequences ofRole Conflict 
Role theory states that, when an individual perceives role conflict, he or she 
will experience strain, become dissatisfied, and perform less effectively (Getzels and 
Guba, 1954; Rizzo, House, and Lirtzman, 1970; Schwepker, Ferrell, and Ingram, 
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1997). Such effects ofrole conflict on a number ofjob-related attitudes and behaviors 
have been well documented. Four extensive review articles in this area (of which two 
were in the form ofmeta-analysis) indicated that role conflict has been consistently 
associated with lower levels ofjob satisfaction as well as higher propensity to leave an 
.organization (Fisher and Gitelson, 1983; Jackson and Schuler, 1985; Sullivan and 
Bhagat, 1992; Van Sell, Brief, and Schuler, 1981). 
In addition, role conflict invokes a feeling of internal emotional distress that 
people will attempt to resolve or reduce (Gross et al., 1958; Kahn et al, 1964). Two 
conflict resolution types that have been researched in the professional conflict 
literature are choice and avoidance (Grover, 1993). The choice resolution for 
profession role conflict operates implicitly in the local-cosmopolitan literature 
(Gouldner, 1957; Thomton, 1970; Tuma and Grimes, 1981), which has historically 
categorized people as highly committed to either the profession (cosmopolitan) or the 
organization (local). Individuals resolve professional role conflict by identifying 
themselves more with one of these roles and behaving in accordance with that role. 
Hence, a decrease in organizational identification may be resulted when employed 
professionals experience conflict between organizational and professional role 
requirements (interrole conflict), or when their professional motives are not satisfied 
by the role prescriptions of their organization O^ erson-role conflict). Another possible 
resolution, avoidance, has been operationalized in the professional role conflict 
literature as turnover (Sorensen and Sorensern, 1974). Thus, to its extreme, a 
perception ofeither interrole or person-role conflict may cause the employees to 
leave’ or at least to have a propensity to leave, their organization. 
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Differential Effects ofPositive and Negative Incongruence 
Prior literature on person-environment (P-E) fit theory has introduced various 
functional forms relating fit to stress (Caplan, Cobb, French, Harrison, and Pinneau, 
1980; French, Caplan, and Harrison, 1982). The three basic hypothetical relationships 
proposed are a monotonic, an asymptotic, and a curvilinear relationship. 
A monotonic relationship between fit and stress implies that stress not only 
decreases as E increases towards P but continues to decrease thereafter. The simple 
algebraic difference between E and P, labeled fit measure (E - P), depicts such kind of 
relationship. Two measures, labeled deficiency (E - P for E < P, 0 for E > P) and 
excess (E - P for E > P, 0 for E < P), are intended to depict asymptotic relationships 
with stress. Deficiency represents a negative relationship with stress only when E is 
less than P, as when increasing E reduces stress up to the point where E � P but have 
little or no effect thereafter. Under this condition, E may be supplies and P may be 
values. In contrast，excess represents a positive relationship with stress only when E is 
greater than P, as when increasing E increases stress when it exceeds P but not when it 
falls short ofP. Under this condition, E may be demands and P may be abilities. 
Finally, two measures, labeled poor fit (|E - P|) and fit squared ((E - P)、are intended 
to represent curvilinear relationships with stress. These relationships are expected 
when either E > P or E < P are harmful (Edwards and Harrison, 1993). 
Although P-E fit theory clearly distinguishes these different relationships, it 
does not specifically predict which is more likely to occur in a given situation. But as 
in our study, incongruence or misfit resulted from a positive and a negative difference 
between the two sets of role requirements, and between organizational role 
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requirements and individual professional motives would carry conceptually different 
meanings from each other, we take an exploratory approach to hypothesize that a 
positive and a negative incongruence would have different impacts on the perceptions 
of role conflict. 
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C H A P T E R III 
H Y P O T H E S E S OF T H E S T U D Y 
The conceptual model discussed in the previous chapter is depicted in Figure 
2. Based on this model, a number ofhypotheses are developed as regard to the 
antecedents and consequences of role conflict in a professional context. 
Professional role motivation theory states that a professional organization 
would prescribe a set of role requirements for its members. At the same time, an 
individual professional would perceive a set of role requirements imposed by the 
profession. According to role theory, the congruence between this two sets ofrole 
requirements as perceived by that individual would affect his or her perception of 
interrole conflict. Therefore, the first hypothesis is stated as follow: 
H1 : Perceived incongruence between organizational and 
professional role requirements in general would be 
positively related to perceived interrole conflict. 
More specifically, a set of sub-hypotheses is developed for each ofthe five 
separate dimensions: 
Hla : Perceived incongruence between organizational and 
professional role requirement of acquiring knowledge 
would be positively related to perceived interrole conflict. 
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Hlb : Perceived incongruence between organizational and 
professional role requirement of acting independently 
would be positively related to perceived interrole conflict. 
Hlc : Perceived incongruence between organizational and 
professional role requirement of acquiring status would be 
positively related to perceived interrole conflict. 
Hld : Perceived incongruence between organizational and 
professional role requirement of providing help would be 
positively related to perceived interrole conflict. 
Hle : Perceived incongruence between organizational and 
professional role requirement of exhibiting professional 
commitment would be positively related to perceived 
interrole conflict. 
Professional role motivation theory states that the professional role 
requirements as prescribed by a professional organization have to be matched with the 
individual motive patterns of its employees. According to role theory, the congruence 
ofthe organizational role requirements and the individual motive patterns would 
affect the perceived person-role conflict. Therefore, the second hypothesis is stated as 
follow: 
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H2 : Perceived incongruence between organizational role 
requirements and individual professional motives in 
general would be positively related to perceived person-
role conflict. 
More specifically, a set of sub-hypotheses is developed for each of the five 
separate dimensions: 
H2a : Perceived incongruence between acquiring knowledge role 
requirement and motive to learn and acquire knowledge 
would be positively related to perceived person-role 
conflict. 
H2b : Perceived incongruence between acting independently role 
requirement and motive to exhibit independence would be 
positively related to perceived person-role conflict. 
H2c : Perceived incongruence between accepting status role 
requirement and motive to acquire status would be 
positively related to perceived person-role conflict. 
H2d : Perceived incongruence between providing help role 
requirement and motive to help others would be positively 
related to perceived person-role conflict. 
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H2e : Perceived incongruence between exhibiting professional 
commitment role requirement and motive to identify with 
the profession on a value basis would be positively related 
to perceived person-role conflict. 
Based on the asymptotic relationships as stated in P-E fit theory and the 
arguments discussed above, we take an exploratory approach to hypothesize that 
incongruence resulting from a positive difference score would have a different impact 
from that of a negative difference score on the perception of interrole and person-role 
conflict. Therefore, the third set ofhypotheses are stated as follow : 
H3a : A positive and a negative incongruence between the 
organizational and professional requirements would have a 
differential effect on perceived interrole conflict. 
H3b : A positive and a negative incongruence between the 
organizational role requirements and individual professional 
motives would have a differential effect on perceived 
person-role conflict. 
Finally, according to role theory and previous research on role conflict, 
perceived interrole and person-role conflict would be negatively related to 
organizational identification andjob satisfaction, and positively related to propensity 
to leave. Therefore, the fourth set ofhypotheses are stated as follows : 
3 3 
H4a : Perceived interrole and person-role conflict would be 
negatively related to organizational identification. 
H4b : Perceived interrole and person-role conflict would be 
negatively related tojob satisfaction. 
H4c : Perceived interrole and person-role conflict would be 





































































































































































































































































































































































































































C H A P T E R IV 
M E T H O D S 
Sample 
There were totally 256 people participated in this study. Among them, 
there were five respondents who reported themselves as doing non-accounting job 
(e.g., management, banking, etc.). They were thus excluded from the sample, 
leaving a sample size of251. Table 1 provides descriptive statistics ofthe 
participants. Our sample consisted of around 40% males and 60% females. The 
age of most of them (around 90%) was at or below 30. The majority ofour 
respondents was a university graduate, holding an accounting degree, and was a 
member ofat least one professional association. Around 70% of them were 
working in a large Certified Public Accountant (CPA) firm, and with an 
organizational tenure ofless than three years. 
Data Collection Procedures 
The target respondents of this study were people working in the accounting 
industry. Since a list of such group of people was not available, we were not able 
to select the sample of this study by means of random sampling. Instead, the data 
was collected from three different sources. The first group ofparticipants was 
people working in the Certified Public Accountant (CPA) firms in Hong Kong. 
The second group consisted of the alumni of the School ofProfessional 
Accountancy, the Chinese University ofHong Kong, who graduated between 1993 to 
1996. The final group of participants was contacted through the personal network. They 
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Table 1 Descriptive Statistics of the Participants  
N % 
Gender 
Male 104 41.4% 
Female 147 58.6% 
Age 
20 to 25 157 64.9% 
26 t o 3 0 61 25.2% 
31 t o 3 5 11 4.5% 
36 and above 13 5.4% 
Educational level 
Secondary 5 2.0% 
Bachelor degree 239 96.0% 
Post-graduate degree 5 2.0% 
Holder of an accounting degree 
Yes 196 78.1% 
No 55 21.9% 
Member of an professional association 
Yes 185 74.9% 
No 62 25.1% 
Level o f j o b position 
Junior 77 30.8% 
Semi-senior 82 32.8% 
Senior 91 36.4% 
Type of accountingjob 
Audit 175 72.9% 
Tax 26 10.8% 
Financial accounting 18 l.SVo 
Managerial accounting 16 6.7% 
Other accounting-related j obs 5 2.1 % 
Organizational tenure 
Less than 1 year 40 15.9% 
1 to less than 3 years 135 53.8o/o 
3 to less than 5 years 45 17.9% 
5 years and above 31 \2AVo 
Firm size 
Less than 10 persons 23 9.3% 
10 to 49 persons 49 19.8% 
50 persons and above 176 71.0% 
Source of data 
CPA firms in business directory 59 23.7% 
CU accounting alumni 99 39.8% 
Personal network 9J 3 5 . 5 % 
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were people working either in C P A firms or the accounting department ofother 
business organizations. Such sampling design encouraged a broader coverage of 
people working in the accounting profession and incorporated accountants with 
different background. 
For the subgroup consisting o f . C U accounting alumni, we can compare the 
gender distribution between the respondents and non-respondents. Among the 
respondents, 32% was males and 68% was females. In the case ofthe non-respondent, 
740/0 were males and 26% were females. Thus, more female alumni responded to our 
survey than their male counterparts. 
Mailed questionnakes were used to collect data. The mailing package consisted of 
a cover letter specifying the pmpose ofthis survey, a self-administrated questionnaire, and 
a self-addressed stamped envelope. The strict confidentiality ofthe completed surveys was 
guaranteed m all cases. For the first subgroup ofthe sample, a letter inviting participation 
in this survey was first sent to the partners ofaIl the CPA fmns (678 fmns) that appeared 
m the Busmess Dn*ec_ ofHong Kong 1996/97. However, 48 fmns could not be reached 
because they have moved. Each partner was asked to nommate three ofhis or her 
accountmg stafFto complete a questionnan-e. After a follow-up procedure, 37 frnns 
rejected our mvitation, and 30 fmns agreed to participate. 84 names ofemployee were 
obtamed from those 30 fmns. The ^ l m g package was then sent to these employees 
—ctly. Fmally, 61 completed questionnaires were returned, representmg a response rate 
of 73%. For the accounting aIumni, the mailmg package was sent out directly to them, 
406 questionnaires were sent m total, and 29 were returned because ofwrong address. 
After a follow-up procedure，99 completed questionnaires were obtamed, representmg a 
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response rate of 24% . For participants contacted through personal network, the mailing 
package was sent out either by postage or in person. With 120 questionnaires sent out, 94 
were returned, representing a response rate of 78%. 
Since the sample was drawn from three different sample frames, we wanted to 
know ifthere was any response bias due to source of data. A series of one-way A N O V A 
and chi-square tests were performed to capture for such statistical differences. Table 2a 
and 2b give the results. As expected, the three groups of respondents were significantly 
different in terms ofpersonal background. It is reasonable because our sampling design 
was targeted at obtaining a broad coverage. Although there were significant differences for 
aknost all demographic variables (except sex), the majority of the scale items did not show 
any significant difference in responses across the three groups. With the 20 scales and 
subscales, only 4 subscales showed a significant difference. As the effect ofthe 
demographic differences was not the focus of this study, and would be controlled for in 
fteher analyses, we felt it was justified to proceed with the analyses ofthis data. 
Table 2a Chi-square and A N O V A Results for Testing Demographic Differences 
Variable df Chi-square ^ 
gender 2 3.7487 0.1535 
education level 2 19.2404 0.0007 
accounting degree 2 43.9687 0.0000 
professional member 2 8.9930 0.0112 
job level 4 30.0098 0.0000 
jobtype 8 27.4788 0.0006 
firm size 4 36.0628 0.0000 
Variable df F-statistic 让 
age 240 8.2812 0.0003 
organizational tenure 248 10.3694 0.0000 
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Table 2b A N O V A Results for Testing Differences in Scale Item Responses  
Scale df F-statistic ^ 
Professional motive 
acquiring knowledge 248 7.8625 0.0005 
independent action 248 0.1797 0.8356 
acquiring status 248 0.2278 0.7964 
providing help 247 2.6314 0.0740 
professional commitment 247 5.0634 0.0070 
Firm role requirement 
acquiring knowledge 248 0.3617 0.6969 
independent action 248 0.9443 0.3904 
acquiring status 248 2.7961 0.0630 
providing help 248 4.1172 0.0174 
professional commitment 248 1.7891 0.1693 
Industry role requirement 
acquiring knowledge 247 0.2966 0.7436 
independent action 247 0.5982 0.5506 
acquiring status 247 1.3569 0.2594 
providing help 247 3.1934 0.0427 
professional commitment 247 0.0912 0.9128 
Interrole conflict 248 2.5082 0.0835 
Person-role conflict 248 1.5359 0.2173 
Organizational identification 248 1.2969 0.2753 
Job satisfaction 247 1.9479 0.1448 
Propensity to leave 247 1.6994 0.1849 
4 0 
Measures 
As prior research has yielded no appropriate operationalization for some ofthe 
variables in our study, we had to develop our own measures or modify some ofthe 
related measures. Despite this challenge, we consider it important to seek the most 
suitable measure for the constructs under investigation, and hope this study would 
bring new insights to the validation of professional role motivation theory and role 
theory. 
Professional motive pattern. The only existing measurement scale for this 
variable is the Miner Sentence Completion Scale (MSCS) - Form P (P stands for 
professional). The scale contains 40 (8 for each ofthe 5 dimensions) free response 
sentence completion items, each of which is scored +1, 0, -1, depending on whether 
the response indicates approach (positive), unknown (neutral), or avoidance (negative) 
motivation. The responses are classified by researchers according to the principles 
stated in the Scoring Guide for the M S C S — Form P (Miner, 1981). The scoring guide 
also provides a list ofexamples for each three types ofresponse, which were 
responses obtained from a group of faculty members at a university in the United 
State. 
Inspite ofits overwhelming use in prior research concerning professional role 
motivation theory (Miner, 1980b; Pilgrim, 1986; Al-Kelabi, 1991; Miner et al., 1994), 
use ofthis scale for our study seems to be problematic for several reasons. First, the 
scale was developed and validated by Miner (1981) using a group of20 faculty 
members and advanced doctoral students at a university in the United States, it made 
some items being only applicable in an academic context. Some ofthe examples of 
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these items are "attending Harvard “ and "giving a lecture to students ，• 
Another problem deals with the format of response. Considerable administration time 
has to be used to complete the 40 sentences in the scale. Given time is scarce among 
our target group, a more parsimonious measure with greater industrial acceptability 
seems desirable in practice. Finally, the reported internal consistency ofthe scale in 
previous studies has not been very satisfactory. Table 3 gives the reported figures in 
previous studies. In fact, Miner himselfhas admitted that the subscales demonstrate 
no stable internal consistency at all, and the internal consistency ofthe total scores has 
only been at a minimally acceptable level (Miner, 1993). 
Because ofthe above reasons, we used Miner's scale as a basis to develop our 
own measure. Based on the structured stems of the scale and the examples ofresponse 
given in the scoring guide, 40 (8 for each dimensions) complete sentences were 
generated, consisting ofboth positively and negatively worded items. Some 
modifications to the original wordings were made in order to increase the face/content 
validity of the statements in the accounting context. To reduce the number of items 
from 40 to 20, this item pool was then submitted to 2 faculty members in the 
department ofManagement and three practitioners inthe accounting industry for 
evaluation and selection. The 4 items in each subscale with the greatest number of 
votes were selected. Thus, the measure consisting of20 statements (4 for each ofthe 5 
dimensions) with a 5-point Likert-type scale ranging from 1 to 5 where 1 was 



































































































































































































































































































































































































































Since this measure is central to the present study, a reliability test was performed to 
assess the internal consistency of the new scale after data collection. The scale structure ofthe 
five-factor model Was evaluated using Maximum Likelihood confirmatory factor analysis. 
LISREL VIII was used for the analysis (Joreskog & Sorbom, 1993). Based on the results (i.e., 
the information provided by the SPSS reliability analysis and the modification indexes in 
LISREL), six items were shown to be problematic as they either resulted in lowering ofthe 
alpha coefficient or loaded on factor that could not be theoreticallyjustified. Table 4 shows 
the six problematic items. As there is no well-established instrument for professional 
motivation and the scale developed in this study is rather exploratory in nature, we felt it was 
acceptable to eliminate the six problematic items from the original scale such that the fmal 
scale would be more reliable and internally consistent. The modified scale contained 14 
items. Alpha coefficient for each subscales and the overall scale were listed in Table 5. 
Except for the subscale of independent action, all other four subscales and the overall scale 
gave a satisfactory alpha value. Table 6 gives the results ofthe confirmatory factor analysis 
on the modified measurement model, which suggested that our measure for professional 
motive patterns is good enough. 
4 4 
Table 4 The Six Items Eliminated from the Professional Motive Scale 
1. I am interested in attending seminars held by professional bodies. (AK) 
2. Reading accountingjournals and newsletters is dull and boring. (AK) 
3. When I have to make an independentjudgement, I feel very uneasy. (IA) 
4. Having a private practice is not something I want to do. (IA) 
5. I value the respect from m y colleagues greatly. (AS) 
6. A lifelong career in accounting is not what I have in mind. fPC)  
Note : A K - Acquiring Knowledge 
IA - Independent Action 
AS - Acquiring Status 
PC - Professional Commitment 
Table 5__Reliabilities of the Five-factor Model ofProfessional Motives 
E ^ Alpha Value 
Acquiring knowledge (2 items) 0.7166 
Independent action (2 items) 0.3969 
Acquiring status (3 items) 0.7630 
Providing help (4 items) • 3 j 23 
Professional commitment (3 items) 0.7623 































































































































































































































































































































































































































































































































































































































































































































































































































Perceived role requirements of firm and the profession. Prior studies of role 
motivation theory have not explicitly tested the fit between organizational type and the 
prescribed role requirements (Miner, 1980b; Miner et al., 1994). They used the O O D Q 
(Oliver, 1981) to classify a given organization. Once an organization was classified as 
belonging to a certain type, the whole set of prescribed role requirements ofthat type of 
organizations were assumed to be imposed on its employees. However, members ofan 
organization may perceive the role requirements of their organization differently. In our 
study, we wanted to capture the employees' perception of the extent that such prescribed 
professional role requirements were demanded by their firm and the accounting 
profession. 
W e developed a measure of perceived role requirements consisting of 14 items. 
It was made up offive subscales corresponding to the five dimensions ofthe motive 
scale. Participants were asked to response to this same set ofitems twice, one with 
reference to their firm and the other with reference to the accounting profession. A 5-
point Likert-type response format ranging from 1 to 5 was used where 1 was “no 
expectation at all，，and 5 was "very strong expectation". The items were constructed so 
as to make them as relevant to the accounting context as possible. Again, we removed 
one problematic item from the scale according to the results ofreliability test and 
confirmatory factor analysis. The removed item was “I am expected by m y firm / the 
professional bodies to agree with the ethical norms and values within m y profession". 
Alpha coefficient for each subscales and the overall scale were listed in Table 7. Table 8 
gives the results of the confirmatory factor analysis on the five-factor model of 
perceived role requirements. Table 9 shows the factor loadings ofthe items. The results 
showed that the scale displayed a satisfactory reliability and convergent validity. 
4 7 
Table 7 Reliabilities of the Five-factor Model ofRole Requirements  
Alpha Value Alpha Value 
Factor Firm Profession 
Acquiring knowledge (3 items) 0.8287 0.8981 
Independent action (3 items) 0.7125 0.8277 
Acquiring status (2 items) 0.6960 0.6293 
Providing help (3 items) 0.7382 0.8407 
Professional commitment (2 items) 0.8988 0.9093 
Overall (13 items) 0.8755 0.9149 
Table 8 Results of the CFA on the Five-factor Measurement Model ofRole Requirements 
Firm Profession 
Sample size (n) 245 248 
NuU model y^ / Degree of freedom (df) 1390.80 (78) 2060.61 (78) 
Five-factor model j^ / Degree of freedom (df) 135.33 (55) 157.84 (55) 
P-value 0.00 0.00 
Normedfitindex^SfH) 0.90 0 92 
Non-nonned fit index ON^NP^ o.91 0 93 
Comparative fit index (CFT) 0.94 0 95 
Mcremental fit index QFT) o.94 0 95 
Goodness of fit index (GH) 0.91 0 91 
Adjusted goodness of fit index (AGFQ 0.86 0.85 






























































































































































































































































































































































































































































































































































































































































































Role conflict. The role conflict scale developed by Rizzo, House, and 
Lirtzman (1970) is the most commonly used instrument for measuring this 
variable (Bacharach and Bamberger, 1992; Kemery, Bedeian, Mossoholder, and 
Touliatos, 1985; Netemeyer, Johnston, and Burton, 1990). However, this scale is 
a general role conflict scale that measures four types ofrole conflict using 8 
items. In studies that focus on specific types ofrole conflict, this scale may not be 
applicable. For example, the present study focuses on person-role conflict and 
interrole conflict. But there is only one item measuring interrole conflict in the 
Rizzo et al. (1970) scale. A number of researchers have also mentioned a variety 
ofdeficiencies of the scale (Harris, 1991; Pandey and Kumar, 1997; Tracy and 
Johnson, 1981). In particular, King and King (1990) pointed out that there was a 
deficit in the precision and clarity of item statements, and this led to a concern 
over the content validity of the Rizzo et al. (1970) scale. In fact, Rizzo et al. 
(1970) themselves stated that “the items may reflect more than the category cited” 
(p. 155), which suggests that they recognized there was a less than optimal 
correspondence between any given item and a particular form ofrole conflict. 
Because ofthis reason, we found it particularly difficult to identify the items that 
measure person-role conflict in the scale, and different researchers have different 
classification schemes (King and King, 1990; Pandey and Kumar, 1997). 
In our study, we wanted to examine interrole conflict that derived from 
incompatible expectations for being an employee and a professional accountant in 
the work setting. W e therefore developed a 5-item scale that specifically measures 
this type ofrole conflict in the accounting context. The scale used to measure 
person-role conflict consists of2 items adapted from the Rizzo et al. (1970) scale, 
5 0 
and 3 items developed by ourselves in accordance with the basic definition ofthe 
person-role conflict studied here. The new scale intends to measure person-role 
conflict that derived from an incongruence between a person's professional 
motive pattern and the professional role expectations on that individual. The 
items ofboth scales were anchored from strongly disagree (1) to strongly agree 
(5). Again, a reliability test and confirmatory factor analysis were performed after 
the data collection. One item was removed from each of the two scales 
accordingly. The items removed were “I am self-motivated to do what m y firm 
expects m e to do" in the person-role conflict scale and "At work, I can act in the 
same way regardless ofbeing as an employee or as a professional accountant" in 
the interrole conflict scale. Reliabilities of the 4-item scale ofinterrole conflict 
and person-role conflict were 0.7924 and 0.7809 respectively. Table 10 provides 
the factor loadings of the scale items and the results ofthe confirmatory factor 
analysis on the 2-factor measurement model of role conflict. Again, the two scales 
demonstrated adequate psychometric properties in terms ofreliability and 
convergent validity. 
Organizational identification. This variable was measured by using a 5-
item scale adapted from Mael and Ashforth (1992). These items were anchored 
from strongly disagree (1) to strongly agree (5). Reliability ofthis scale (alpha) 
was 0.8347. 
Job satisfaction. This variable was measured by using a 3-item scale 
adapted from Cammann, Fichman, Jenkins, and Klesh (1983). These items were 
51 
anchored from strongly disagree (1) to strongly agree (5). Scoring ofitem 2 was 
reversed. Reliability of this scale (alpha) was 0.8320. 
Propensity to leave. This variable was measured by using a 3-item scale 
adapted from Colarelli (1984). These items were anchored from strongly disagree 
(1) to strongly agree (5). Scoring of item 3 was reversed. Reliability ofthis scale 
was 0.6529. 
Control variables. Prior research has shown organizational level (Haskins, 
Baglioni, and Cooper, 1991; Sorensen and Sorensen, 1974) andjob types (Fisher and 
Gitelson, 1983) to be related to the perception of role conflict. Hence level ofjob 
position and type ofaccountingjob were treated as controls to avoid confounding the 













































































































































































































































































































































































































































































































































































































































































































































































Congruence indexes. The hypotheses called for a method to assess any incongruence 
between professional motives and firm expectations, and between firm and professional 
expectations. Traditionally, bivariate difference scores and profile similarity indexes (PSIs) 
have been widely used in the study of congruence in organizational research (Bretz and 
Judge, 1994; Caldwell and O'Reilly, 1990; Chatman, 1989; Dawis and Lofquist, 1984). 
However, some researchers have pointed out numerous substantive and methodological 
problems associated with the use of such congruence indexes (Edwards, 1993, 1994a; 
Edwards and Cooper, 1990; Johns, 1981). In particular, polynomial regression analysis has 
been suggested as an alternative procedure to study the effect of congruence between two 
constructs (Edwards and Parry, 1993; Edwards, 1995). 
Several critics of the use of bivariate difference scores and profile similarity indexes 
are briefly discussed below. First, the reliability of a difference score tends to be less than the 
average reliability of its component measures (Johns, 1981). Second, such congruence 
indexes cannot be unambiguously interpreted because they do not represent their component 
measures equally unless their variances happen to be equal (Wolins, 1982). Third, such 
congruence indexes confound the effects of their components since the information regarding 
the absolute level of the component measures is lost. In other words, they conceal their 
relative contributions to the relationship between the difference scores and the outcomes 
(Edwards, 1993). Fourth, it is argued that difference scores can never explain variance 
beyond both oftheir component measuresjointly because they are simply composites oftheir 
components (Edwards, 1994b). Finally, using difference scores or PSIs as predictors imposes 
a highly restrictive set of constraints on the coefficients relating the congruence index to the 
outcome (Cronbach, 1958; Edwards, 1993). 
5 4 
In addition to the above discussed issues, using PSIs presents other extra problems. 
Profiles have usually been constructed from a heterogeneous set of items (Chatman, 1991; 
Dougherty and Pritchard, 1985; Smith and Tisak, 1993). These items represent conceptually 
distinct dimensions and hence, do not share a common meaning. Comprising PSIs by 
calculating the sum of differences between these profile elements leads to conceptual 
ambiguity, as it is difficult to define the construct underlying the measure (Edwards, 1994a). 
Another concem over the use ofPSIs is that they fail to reflect which elements contribute to 
the profile differences. That is, different sources of incongruence should not be considered 
the same but PSIs necessarily obscure these distinctions (Edwards, 1993; Johns, 1981). 
Despite the aforementioned problems with difference scores and PSIs, we decided to 
use a PSI to operationalize the two congruence constructs in our study for the following 
reasons. First, traditional psychometric arguments again difference scores have mostly 
concerned change scores, or scores on identical variables over time (Tisak and Smith, 1994a), 
but the difference scores collected in this study were composite measures collected at a single 
point in time. Second, some ofthe critics mentioned above may not be always true. For 
example, Tisak and Smith (1994a) have suggested that congruence indexes will only exhibit 
poor reliabilities under the condition of unreliable and highly positively intercorrelated 
component measures. Further, by increasing the number of items (such as by using a PSI 
instead ofadifference score derived from single item), the reliability can also be improved. 
Besides, Smith and Tisak (1993) steadfastly maintained that difference scores often capture 
something conceptually different from their components, and that they can make significant 
contribution beyond that of the component variables. Third, we believe that as far as the 
absolute level ofthe component measures is not the focus of the study (as we are interested in 
5 5 
the discrepancy between them), difference scores should not be abandoned simply because 
they confound the relative effects of their components. 
W e acknowledge that the polynomial regression approach suggested by Edwards 
(1993, 1994b) has its own merit. Unfortunately, this approach involves the use of response 
surface methodology and three-dimensional graphical presentation of the relationships, which 
complicate the interpretation of results. As Edwards (1993) himselfhas admitted, equations 
yielded by the regression procedure are likely to contain coefficients on curvilinear and 
interactive terms that are difficult to interpret. Tisak and Smith (1994b) has also pointed out 
that the use ofmultiple dimensions, and particularly Edwards' complex functions, has the 
disadvantage ofrequiring large sample size, and that response surfaces do not eliminate 
reliability problems. 
For the present study, the measure of congruence between professional motives and 
firm's role requirements was created as follows. The responses ofthe items in the 
professional motive scale were subtracted from the responses of the corresponding items in 
the firm's role requirement scale. For example, if a role requirement is perceived by a 
respondent to be highly expected by a firm (a score of 5) and that the respondent considers 
himself or herself does not possess the corresponding professional motive (a score of 1), it 
results in a high motive discrepancy (5 - 1 = 4). Conversely, ifan item is perceived to be not 
expected at all (a score of 1) yet a strong motive does exist (a score of5), it results in a high 
role requirement discrepancy (1 - 5 = -4). As a final example, an item not perceived to be 
expected (a score of 1) and not possessed by an individual (a score of 1) yields no 
discrepancy (1 — 1 = 0). Thus, a positive difference score would carry a different meaning 
5 6 
from that of a negative one even though they are the same in an absolute sense, and they 
represent two different types of incongruence. Similar measure was developed for assessing 
congruence between the role requirements of firm and the profession. The responses of the 
items in the firm scale were subtracted from those in the professional scale. Thus, a positive 
congruence score implies the professional role requirements are higher than those of the 
organization, whereas a negative score means the organizational role requirements are higher 
than those of the profession. 
In response to the recommendations of Edwards (1993) and Johns (1981), our 
congruence measurements did not focus on entire profiles, but rather on conceptually distinct 
dimensions contained within profiles. A congruence index was calculated separately for each 
ofthe five dimensions over the three sets of component variables, yielding a total often 
congruence indexes (i.e. 5 for the dual role congruence and 5 for the individual-work role 
congruence). This avoided the conceptual ambiguity mentioned before and made distinction 
ofsources ofdifference possible. Edwards (1993) has also suggested that single-item 
measures ofprofile elements should be abandoned in favor ofmulti-item measures. W e 
therefore used multiple items for each of the distinct dimensions in the profiles. The PSI for 
each dimension was calculated by taking the average ofthe sum ofdifferences between 
profile items within that dimension. W e believe that after taking into account the suggestions 
for improvement made by the above researchers, the PSIs calculated in this study are, though 
not the best, acceptable measures for congruence. 
It should be noted that for the calculation of the congruence index between 
organizational and professional role requirements, two identical sets ofitem (except a few 
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words in one item) were used. But for the congruence between professional motives and 
organizational role requirements, the two sets of item were different. Commensurate 
measurement is often recommended for assessing fit because it ensures mutual relevance of 
the characteristics under investigation (Caplan, 1987; Edwards, 1991; French, Rogers, and 
Cobb, 1974). However, under certain circumstances, identical measures may not be possible. 
For example, for those studies concerning a fit between climate and personality (Downey et al., 
1975; Ostroffand Rothausen, 1997), non-identical measures were often employed because 
climate and personality are two different constructs with different content domains. 
W e faced a similar problem in our study as professional motives and role 
requirements are two distinct but related constructs, and there is no parallel measure for them. 
Patsfall and Feimer (1985) have mentioned that under such situation, commensurate 
measures are not necessary but a prior hypotheses must be made relating particular expected 
interactions between the two constructs under investigation. It has also been suggested that 
for studies concerning complementary fit, the level of commensurability should depend on 
the breadth of the constructs (Kristof, 1996). According to Kristof (1996), strictly 
commensurate measurements are not necessary for broad, latent characteristics which are 
inherently multidimensional, and that if the constructs and dimensions under investigation, as 
well as why they are conceptually linked, are specified precisely. Given the nature ofour 
constructs and the precise relationships spelled out in our hypotheses, we believe a non-
commensurate measure is acceptable. 
For all the variables that were measured by multiple items, the unit-weighted scale 
score was used. That is, an average score was obtained by adding up the items and then 
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taking the mean. An alternative scoring method is to use the factor score estimates instead of 
the scale scores. However, prior research has shown that scale scores are highly correlated 
with factor scores (Fava and Velicer, 1992). Moreover, unit-weighted scale scores are in 
common use, are quite parsimonious, and simple to calculate, and have been recommended 
for many years in the literature (Hom, 1965; Morris, 1979; Schweiker, 1967). Therefore, we 
adopted the scale score method in our study. 
A pilot test was conducted before the questionnaires were distributed. The aim of 
the pilot test was to test for any ambiguous or misleading items in the questionnaire. 12 
questionnaires were sent out and received. Feedback from the respondents was used to 
make some minor revisions in order to improve the presentation ofthe questionnaire. 
Appendix A contains the questionnaire distributed in the study. 
Data Analyses 
Zero-order correlations were computed and examined to assess the general pattem of 
relations among the study variables. Because the conceptual model guiding this study is 
partially exploratory, our interests focus on both theory testing and theory development. In 
the first part ofour analyses, the absolute congruence indexes were used to test for the effect 
ofabsolute differences on the perceptions of role conflict. In the second part, we used the 
simple algebraic differences and distinguished between positive and negative congruence 
indexes to test whether there are differential effects between the two types ofincongmence. 
A preliminary LISREL analysis was first performed to get an overall picture ofthe 
relationship between the absolute congruence indexes, the perceptions ofrole conflict, and 
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the outcome variables. A covariance matrix was inputted and LISREL VIII (Joreskog and 
Sorbom, 1993) was used to evaluate the overall fit of the theoretical model depicted in Figure 
2. To determine if the data fit the model, several fit indexes were used. The first one was the 
2 . . , 
chi-square index of fit (x ). Its value indicating the difference between the observed 
covariance matrix and that predicted by the specified model. A non-significant ^  represents 
n 
good fit of a model. However, because x is widely recognized as being sensitive to sample 
size (Marsh, Balla, and McDonald, 1988), other indexes were also used. They include 
normed fit index fMFI), non-normed fit index ON[NFI), comparative fit index (CFI), 
incremental fit index (IFI), goodness-of-fit index (GFI), adjusted goodness-of-fit index 
(AGFI), and root-mean-square-residual (RMR). These indexes have a value between 0 to 1. 
A value of closer to 1 for the first six indexes and a value of closer to 0 for the last index 
indicate better fit. In addition, two hierarchical regression analyses were also performed to 
test the effect ofthe absolute congruence indexes on the perceptions of role conflict. Control 
variables were entered in the first step，and then followed by the five absolute difference 
scores for each of the regression equations. 
A second stage ofour analyses involved performing a series ofhierarchical multiple 
regression to test for the differential effects of a positive and negative incongruence. First of 
all，the aggregate measure for both organizational and professional role requirements, and 
professional motives were used. That is, the five dimensions were added up to form an 
overall congruence index for organizational-professional role congruence and individual-
work role congruence, respectively. Then, the ten PSIs with respect to the five dimensions 
were entered separately to assess the independent contribution ofeach ofthem. The sample 
was partitioned according to the sign of the differences in both cases and analyses were 
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performed within these subgroups. This allowed us to observe the differential patterns of 
relationships that might exist within these subgroups. Similar approach of data analysis has 
been used in other studies of organizational behaviors (Alutto and Vredenburgh, 1977; 
Ivancevich, 1979; Tannenbaum and Kuleck, 1978). Control variables were entered in step 
one, followed by the independent variable under investigation in step two. The hierarchical 
regression procedure facilitates the interpretation and understanding of the path analysis 
results because it allows assessment of the unique contribution of a set of variables or a single 
variable to the variations in the dependent variable (Cohen and Cohen, 1983). The change in 
R^ obtained at each step of the hierarchical regression analysis reflects the explanatory power 
ofthe variables included in that step in influencing the dependent variable. 
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C H A P T E R V 
RESULTS 
Basic Descriptive Statistics 
Table 11 reports the means, standard deviations, and zero-order intercorrelations of 
the variables in the study. Sex was coded 0 = female and 1 二 male, and education was coded 
0 二 non-degree holder and 1 二 degree holder. Type of accountingjobs, job level, and firm 
size were also dummy-coded. "Dmak" represented the algebraic difference between the 
acquiring knowledge role requirement and the motive to acquire knowledge. Thus, a negative 
value of "dmak" means that there is a motive to acquire knowledge but there is not a 
corresponding role requirement of acquiring knowledge. The other four variables started with 
“dm-” were the profile similarity index (PSI) for the other four dimensions ofthe individual-
work role congruence respectively. Similarly, the variable "deak" represented the algebraic 
difference between the professional and organizational role requirement of acquiring 
knowledge. Thus, a positive value of"deak" means that the professional role requirement of 
acquiring knowledge is higher than that of organization. Accordingly，the other four variables 
started with "de-" were the PSI for the other four dimensions of professional-organizational 
role congruence. 
According to Table 11, all individual-work role congruence indexes had negative 
values, indicating that the professional motives of the respondents were higher than the 
employing organization's role requirements across the five dimensions. For the congruence 
indexes between organizational and professional role requirements, "deia" and "deph" had a 
6 2 
negative value and the others had a positive value. These suggested that for the role 
prescription of independent action and providing help, organizational requirements were 
higher than those of the profession, whereas the opposite was true for the dimensions of 
acquiring knowledge, acquiring status, and professional commitment. In addition, the mean 
value of person-role conflict was 2.95, which was greater than the mean value of2.62 for 
interrole conflict, suggesting that the respondents perceived more person-role than interrole 
conflict. 
Analysis ofthe correlation matrix showed some evidence of reasonable convergent 
validity ofthe congruence indexes. For both professional-organizational role congruence and 
individual-work role congruence, the correlations between the five subscale PSIs were all 
statistically significant. Inspection of the intercorrelations among the independent variables 
revealed no evidence of extreme multicollinearity (i.e., r's > .80). One exception was the two 
dummy-coded variables representing type of accountingjobs. One interesting observation 
was that, whereas the correlations between the professional-organizational role congruence 
indexes and interrole conflict were all positive, the correlations between the individual-work 
role congruence indexes and person-role conflict were all negative. These may imply that 
interrole conflict existed only when the professional role requirements were higher than that 
offirms but not the vice versa. The opposite relation was suspected for person-role conflict. 
That is, there was person-role conflict only when individual motives were higher than the 
organizational role requirements but not the vice versa. W e also noticed that both 
organizational tenure and seniorjob level had a significant negative correlation with both 
types ofrole conflict. This indicated that people with longer organizational tenure or higher 

































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































correlations showed that the bivariate relations among several of the variables were in the 
expected direction and statistically significant. For example, both interrole and person-role 
conflict were negatively related to organizational identification andjob satisfaction, and were 
positively related to propensity to leave. 
Effects of Absolute Congruence Indexes on Perceived Role Conflict 
Table 12 gives the goodness-of-fit indexes of the LISREL analysis. In addition to the 
theoretical paths depicted in Figure 2, we included four more paths in the model. W e let 
interrole and person-role conflict to correlate with each other, and organizational 
identification to correlate withjob satisfaction and propensity to leave, because ofthe high 
correlations between them as observed in Table 11. Lastly, a path was added fromjob 
satisfaction to propensity to leave as suggested by the modification index. As the results in 
Table 12 showed, the structural model performed very well. Although the j^ for the path 
model was significant, all other indexes of goodness offit indicated that the data fit the 
model well. However, an examination of the Maximum Likelihood estimates ofthe path 
coefficients and the R^ values for the path equations, which were depicted in Figure 3, 
revealed that the ten absolute congruence indexes did not account for much variance in the 
two role conflict variables. Li Figure 3, the five variables started with "ade-" were the 
absolute professional-organizational role congruence indexes, whereas the other five 
variables started with "adm-" were the absolute individual-work role congruence indexes. 
The R^ value for the path equation of the five absolute professional-organizational role 
congruence scores and perceived interrole conflict was only 0.014, and the R^ value for the 
path equation ofthe five absolute individual-work role congruence scores and perceived 
person-role conflict was only 0.019. The small t-values in Figure 3 also indicated that the 
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path coefficients ofthe absolute congruence scores were not significant. Thus, the absolute 
congruence scores did not appear to be a significant determinant of perceived role conflict. 
Table 12 Goodness-of-fit Lidexes for the Path Analysis of the Conceptual Model 
Sample size (n) 247 
Null model y^ / Degree of freedom (df) 937.31 (105) 
Specified model y^ / Degree of freedom (df) 61.04 (40) 
p-value 0.02 
Normed fit index QS^I) 0.93 
Non-normed fit index ^ SfNFQ 0.93 
Comparative fit index (CFQ 0.97 
Licremental fit index QFJ) 0.98 
Goodness of fit index (GFI) 0.97 
Adjusted goodness of fit index (AGFQ 0.91 
Root mean square residual (RMR) 0.028 
These seemingly contradictory results were not surprising as the goodness-of-fit 
indexes only represent the fitness of the overall path model, they do not carry much 
information about a particular individual path within the model (Joreskog, 1993; Kelloway, 
1995). Thus, ifthe strength of other relationships within the model is strong enough, a 
satisfactory level of the goodness-of-fit indexes can still be achieved even though the model 





































































































































































































































































































































































































































































































































































Table 13 gives the results of the hierarchical regressions on the perceptions ofrole 
conflict, with the absolute congruence indexes as the independent variables. Although the R^ 
and AR2 for both model of interrole and person-role conflict were significant, the beta for all 
the absolute differences except “adeph，，and "admas" were not significant. For interrole 
conflict, the significant R^ of the overall model was mainly contributed by the control 
variables, and the significant AR^ was largely due to the dominant effect of"adeph". For 
person-role conflict, both significant R^ and AR^ were resulted from the dominant effect of 
"admas". These results were consistent with those of the path analysis, which implied that the 
ten absolute congruence indexes did not account for much variance in the role conflict 
variables, and that positive and negative congruence indexes may have a differential effect on 
perceived role conflict. 
Differential Effects ofPositive and Negative Congruence Indexes 
Because ofthe apparently weak relationship between the absolute congruence scores 
and the role conflict variables, and that the use of absolute scores would mix up the effects of 
positive and negative differences，further analyses ofthe data were performed by employing 
hierarchical multiple regression and dividing the sample in accordance with the sign ofthe 
congruence scores. Such subgroup analysis isjustified when significant differences in the 
pattem ofrelationships are suspected among different groups (Alutto and Vredenburgh， 
1977; Ivancevich, 1979; Tannenbaum and Kuleck, 1978). 
For regressions on the interrole conflict, the sample was divided into those with a 
negative congruence index and those with a congruence index greater than or equal to zero. 
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Table 13 Hierarchical Regression Results for the Effects oF Absolute Conmience Indexes on Role Coni1ict 
Interrole conflict Person-role conflict 
M l M 2 M l M 2 
Step 1: Control variables 
Sex .17” Af* .13 .14' 
Education .03 .03 -.05 -.06 
Organizational tenure -.20** -.21** -.09 -.09 
Audit & tax -.02 .04 .00 -.01 
Commercial accounting .04 .07 .02 -.02 
Semi-senior level .01 .01 .06 .08 
Senior level -.12 -.08 -.15 -.14 
Medium firm size -.06 -.06 -.01 -.05 
Large firm size -.13 -.11 .07 .04 
Step 2: Absolute congruence indexes 
Adeak .07 
Adeia .01 








N 234 234 
F - 产 3.ir* 2.93** 1.74 1.98* 
R , .11 .16 .07 .11 
AdjustedR .08 .10 .03 .06 
Chame in R^ 95* O5* 
Note: ** p < .01; ‘ p < .05; M l = reduced model; M2 � full model; adeak to adepc are the five 
absolute professional-organizational congruence indexes; admak to admpc are the five 
absolute individual-work role congruence indexes. 
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For regressions on person-role conflict, the sample was divided into those with a positive 
congruence index and those with a congruence index smaller than or equal to zero. Table 14 
provides the number of cases for each of these subgroups. Tables 15 to 20 show the results of 
the hierarchical multiple regression analyses for hypothesis testing. A comparison ofModel 1 
(which included the control variables only) and Model 2 (in which congruence index was 
added) would reveal the effect of professional-organizational role congruence and individual-
work role congruence. 
Hypothesis 1 suggested that overall speaking, incongruence between the 
organizational and professional role requirements across the five dimensions stated in the 
professional role motivation theory would be positively related to interrole conflict. The 
results from Table 15 showed that the aggregate congruence index (ACI) yielded a significant 
M : in both subgroups. However, the R^ for the overall model in the case ofACI > 0 was not 
significant. Thus, hypothesis 1 received a moderate support. Hypotheses lato le focused on 
the independent effect of each of the five PSIs instead ofthe aggregate measure. Table 16 
gives the results for congruence indexes that were smaller than zero (i.e., organizational role 
requirements were higher than those of the profession). The congruence index for all ofthe 
five dimensions did not yield a significant beta or isR\ In other words, none ofthem 
contributed to the variance in the perception of interrole conflict. Table 17 gives the results 
for congruence indexes greater than or equal to zero (i.e., professional role requirements were 
higher than those oforganization or no difference). When the professional-organizational role 
congruence index ofacquiring knowledge, acting independently, and acquiring status were 
entered into the equations, each of them produced a significant beta, indicating that they 
explained unique variance in interrole conflict that was not accounted for by the control 
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Table 14 Sample Sizes for Regression Analyses on Role Conflict Within the Subgroups 
Interrole conflict Congruence indexes > 0 Congruence indexes < 0 
N N 
aggregate congruence index 150 84 
acquiring knowledge 183 51 
independent action 151 83 
acquiring status 169 65 
providing help 143 91 
professional commitment 192 42 
Person-role conflict Congruence indexes < 0 Congruence indexes > 0 
N N 
aggregate congruence index 137 97 
acquiring knowledge 172 63 
independent action 140 95 
acquiring status 149 86 
providing help 129 105 
professional commitment 129 1Q5  
variables. The R^ and M^for these models were all significant. However, for the dimension 
ofproviding help and professional commitment, the congruence index did not show any 
significant contribution tointerrole conflict beyond that ofthe control variables, and the AR^ 
was not significant for these two dimensions. Thus, hypotheses lato lc were supported, but 
hypotheses ld and le were not supported under the condition that PSIs > 0. Another observed 
relationship was that organizational tenure was consistently related to interrole conflict across 
all the five dimensions in the subgroup with a positive difference score. It was found that 
longer tenure was associated with reduced interrole conflict. 
Hypothesis 2 suggested that overall speaking, incongruence between individual 
professional motives and organizational role requirements across the five dimensions stated 
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in the professional role motivation theory would be positively related to person-role conflict. 
The results from Table 15 showed that the aggregate congruence index resulted in a 
significant M ^ when ACI < 0 but had no significant effect when ACI > 0. Thus, hypothesis 2 
received support under the condition of ACI < 0 but not ACI > 0. Hypotheses 2a to 2e 
focused on the independent effect of the five PSIs instead of the aggregate measure. Table 18 
gives the results for positive congruence indexes (i.e., firm's role requirements were higher 
than individual professional motives). The results showed that the congruence index for all of 
the five dimensions did not yield a significant beta or AR^. Table 19 gives the results when 
the congruence indexes were smaller than or equal to zero. This time, when the congruence 
index ofacquiring knowledge, acquiring status, providing help and professional commitment 
were entered into the equation, they produced significant beta and AR^ showing that they 
provided explanation for variance in person-role conflict that are in addition to that ofthe 
control variables. However, the congruence index for independent action did not have a 
significant effect on the dependent variable. Thus, hypotheses 2a, 2c, 2d and 2e were 
supported, whereas hypothesis 2b was not supported under the situation that PSIs < 0. 
Hypotheses 3a to 3b suggested that there would be differential effect between a 
positive and negative congruence index for both organizational-professional role congruence 
and individual-work role congruence. The majority of our results supported this argument. 
For organizational-professional role congruence, three out ofthe five dimensions showed a 
differential effect for a positive and negative difference. For individual-work role congruence, 
the aggregate measure and four out of the five dimensions showed a differential effect. Thus, 
hypotheses 3a to 3b were supported. 
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Hypotheses 4a to 4c proposed that perceptions of interrole and person-role conflict 
would be negatively related to organizational identification andjob satisfaction, and 
positively related to propensity to leave. The results in Table 20 showed that for all ofthe 
three work outcomes, a significant M ^ w a s resulted when interrole and person-role conflict 
were entered in the second step of the regression. The R^ ofthe overall model for each ofthe 
three work outcomes was also significant and the beta for both role conflict variables were 
with the expected sign, although some of them were not significant. Thus, hypotheses 4a to 





















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Table 20 Hierarchical Regression Results for the Effects ofPerceived Role Conflict on Work Outcomes 
Organizaional Job Propensity to 
identification satisfaction leave 
M l M 2 M l M 2 M l M 2 
Step 1: Control variables 
Sex .02 .07 -.05 .01 -.01 -.06 
Education -.05 -.04 -.07 -.08 .08 .08 
Organizational tenure .13 .07 .09 .03 -.11 -.07 
Audit & tax .27 .26 -.23 -.23 .20 .20 
Commercial accounting .30 .31 -.10 -.09 .02 .01 
Semi-senior level .00 .01 -.08 -.06 .12 .11 
Senior level .13 .09 .24** .18* -.05 .00 
Medium firm size .04 .02 .05 .04 -.19 -.19 
Large firm size .12 .09 .16 .17 -.24* -.24* 
Step 2: Role conflict variables 
Interrole conflict -.26** -.12 .10 
Person-role conflict -.06 -.32** .26** 
N 235 235 235 
F-mliie 2.09* 3.75** 4.32** 8.08** 2.74** 4.82** 
R ' .08 .16 .15 .28 .10 .19 
AdjiistedR^ .04 .11 .11 .25 .06 .15 
Change in R ^ .08** .14** .09** 
Note: **/7 < .01; *p < .05; M l � reduced model; M2 � full model. 
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Table 21 Results of Hypotheses Testing 
Hypothesis Description Result 
H1 Perceived incongruence between organizational and professional Partial Support 
role requirements in general would be positively related to perceived 
interrole conflict. 
H l a Perceived incongruence between organizational and professional Partial Support 
role requirement of acquiring knowledge would be positively 
related to perceived interrole conflict. 
H l b Perceived incongruence between organizational and professional Partial Support 
role requirement of acting independently would be positively 
related to perceived interrole conflict. 
H l c Perceived incongruence between organizational and professional Partial Support 
role requirement of acquiring status would be positively 
related to perceived interrole conflict. 
H l d Perceived incongruence between organizational and professional Not Support 
role requirement of providing help would be positively 
related to perceived interrole conflict. 
H l e Perceived incongruence between organizational and professional Not Support 
role requirement of exhibiting professional commitment would be 
positively related to perceived interrole conflict. 
H2 Perceived incongruence between organizational role requirements Partial Support 
and individual professional motives in general would be positively 
related to perceived person-role conflict 
H2a Perceived incongruence between acquiring knowledge role Partial Support 
requirement and motive to Iearn and acquire knowledge would be 
positively related to perceived person-role conflict. 
H2b Perceived incongruence between acting independently role Not Support 
requirement and motive to exhibit independence would be 
positively related to perceived person-role conflict. 
H2c Perceived incongruence between accepting status role Partial Support 
requirement and motive to acquire status would be positively 
related to perceived person-role conflict. 
H2d Perceived incongruence between providing help role Partial Support  
requirement and motive to help others would be positively  
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Table 21 Results of Hypotheses Testing (Continued) 
Hypothesis Description Result 
related to perceived person-role conflict. 
H2e Perceived incongruence between exhibiting professional Partial Support 
commitment role requirement and motive to identify with the 
profession on a value basis would be positively related to 
perceived person-role conflict 
H3a A positive and a negative incongruence between organizational Support 
and professional role requirements would have a differential 
effect on perceived interrole conflict. 
H3b A positive and a negative incongruence between organizational Support 
role requirements and individual professional motives would have 
a differential effect on perceived person-role conflict. 
H4a Perceived interrole and person-role conflict would be negatively Partial Support 
related to organizational identification. 
H4b Perceived interrole and person-role conflict would be negatively Partial Support 
related t o j o b satisfaction. 
H4c Perceived interrole and person-role conflict would be positively Partial Support  




This study investigated and extended Miner's (1981) professional role motivation 
theory by studying the perceived role conflict among a group of employed accountants in 
Hong Kong within a P-0 fit framework and the domain of role theory. Professional role 
motivation theory suggests that a misfit between motive patterns and role requirements 
would result in poor performance of a professional employee and ineffectiveness of an 
organization (Miner, 1990). Based on the results and findings in the P-0 fit literature 
(Boxx et al., 1991; Lent and Lopez, 1996; Vancouver and Schmitt, 1991)，we contended 
that such misflt might also have a negative impact on other attitudinal outcomes. More 
specifically, by drawing the arguments from the role theory, the present study purposed that 
incompatible motive patterns and organizational role requirements would lead to a 
perception of person-role conflict. In addition, Miner's (1981) theory suggests that a 
mismatch between the type of an organization and its prescribed role requirements for its 
employees would reduce the effectiveness of an organization. Viewing this mismatch from 
another perspective - the individual's perspective, and premised on the role theory, we 
hypothesized that such misfit would lead to a perception of interrole conflict among the 
employees. Based on the asymptotic relationships proposed in P-E fit theory (Caplan, et al., 
1980; French et aL, 1982), we further hypothesized that there would be differential effects 
for a positive and a negative incongruence on the perceptions of role conflict. Thus, our 
study focused on two types of perceived role conflict of employed professionals - interrole 
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conflict and person-role conflict. The empirical findings of these two types of conflict were 
examined separately below. 
Organizational-Professional Role Congruence and Interrole Conflict 
The results of this study provided a moderate support for our hypothesized 
relationships. The findings on the absolute organizational-professional role congruence 
indexes provided some support for the hypothesized differential effects. W e found that 
except for the dimension of providing help, the absolute congruence index for other four 
dimensions had no significant relationship with perceived interrole conflict. Since implicitly 
assumed in the absolute congruence indexes is that both positive and negative differences 
have the same effect (as absolute flt index represents the traditional symmetric U-shaped 
relationship), such findings imply that a positive difference may have a different impact from 
that of a negative one. 
Our subgroup analyses were separated into the aggregate and sub-dimensional level. 
At the aggregate level, we found that employed accountants perceived interrole conflict when 
either organizational or professional role requirements were higher than the other. However, 
as suggested by Edwards (1993) and Johns (1981), focusing on the single composite measure 
would lead to interpretational ambiguity as it is difficult to define the composite measure, 
which is created by combining conceptually distinct dimensions. Moreover, the aggregate 
measure would conceal the effects of its components so that the absence of differential 
effects at the aggregate level does not mean that such effects do not present at the sub-
dimensional level. Therefore, we inclined to focus on the analyses at the sub-dimensional 
level. 
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At the sub-dimensional level, we found that employed accountants perceived interrole 
conflict when the professional role requirements were higher than the organizational role 
requirements, but not the vice versa. A possible explanation for this is that professional 
accountants have a stronger identification with their profession than with their organization, 
and that they tend to perceive the role requirements prescribed by the professional bodies as 
the standard or desirable ones. Thus, under the situation where the organizational role 
requirements are not up to the standard prescribed by the accounting profession，the 
employed accountants cannot fulfill the profession's expectations as they have to act in 
accordance with their organization's requirements, and interrole conflict would be perceived. 
On the other hand, ifthe organizational role requirements exceed that ofthe profession, the 
employed accountants, who act in accordance to the requirements oftheir firm, can still meet 
the expectations ofthe profession, and therefore do not perceive an interrole conflict. 
The professionalization literature provides some evidence that professionals in 
general identify more strongly with their profession than with their organization. It has been 
suggested that professional identification is developed during the process ofsocialization into 
a chosen profession (Goode, 1957; Wilensky, 1964; Larson, 1977). Such socialization often 
begins when an individual is still receiving professional education and training (Wanous, 
1980). Organizational identification, on the other hand, logically develops only after a 
professional has entered into a given organization. Thus, it is likely that professionals have a 
prior identification with their profession. Moreover，such identification is particularly salient 
for professionals, who undergo intensive formal and informal socialization experiences 
during their early professional education and training (Aranya, Pollock, and Amemic, 1981). 
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As a result, professional identification has been seen as more stable and enduring than 
feelings about one's employing organization (Blau, 1987; Morrow, 1993). 
In our study, five dimensions of professional role requirements were identified and 
examined in accordance to the professional theory. However, a significant relationship 
between professional-organizational role congruence and perceived interrole conflict only 
existed for the dimension of acquiring knowledge, independent action, and acquiring status. 
Similar relationship did not exist for the dimension of providing help and professional 
commitment. One possible reason is that the first three dimensions are "self-focused" 
whereas the last two dimensions are "colleague-focused" and "organization-focused" 
respectively. That is, the role requirements of acquiring knowledge, acting independently, and 
acquiring status have a more direct and significant influence on the individual involved, and 
thus any incongruence in these aspects would more likely be perceived as important and lead 
to a sense ofconflict. The role requirements of exhibiting professional commitment and 
providing help, however, have a more direct and significant effect on the organization 
involved and its employees instead. Thus, an incongruence in these two aspects may not be 
perceived as important enough to cause a conflict. Because the interrole conflict investigated 
in this study was an individual-based and subjectively evaluated one, such perception of 
importance may play a critical role in the feeling of conflict. 
An examination of the control variables revealed that organizational tenure had a 
significant negative association with perceived interrole conflict, which was consistent across 
the five dimensions. This relationship confirmed the correlation pattem observed in Table 11. 
It is reasonable because as an employee stays longer with a given organization, he or she 
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would undergo more organizational socialization. The socializing oforganization members 
over time can result in changes in members' values in the direction oforganizational values 
(Fisher, 1986), and can inspires individuals to think and act in accordance with organizational 
interests (Reichers, 1987). Ostroff and Rothausen (1997) have studied the effect of 
organizational tenure on P-0 fit in an educational setting. They showed that teachers with 
longer tenure generally fit the school better than their colleagues with shorter tenure. 
Similarly, accountants with longer tenure may better adjust their beliefabout the desirable 
professional role requirements towards those of their employing organization, and thus 
perceive less discrepancy between the professional and organizational role expectations. 
Consistent with the role episode model proposed by Kahn et al. (1964), our results 
showed that incompatible expectations from two role senders (the profession and the 
employing organization) would cause a focal person to experience an interrole conflict. 
However, ifthe incompatibility is being operationalized as the difference between role 
senders’ expectations, as was in our study, the direction ofsuch difference is important. As 
noted from our analyses, difference in role expectations can be in two senses, depending on 
which role sender's expectations exceed the other's, and we have shown that there were 
differential effects for these two kinds of difference. In particular, our findings indicated that 
interrole conflict was perceived when the professional role requirements were higher than 
those ofthe organization, but not the vice versa. Lastly, whereas professional role motivation 
theory suggests that the effectiveness of an organization would decline ifits prescribed role 
requirements do not match with its organizational type, we demonstrated that the members of 
the organization also suffer from this mismatch. It should also be noted that the effects of 
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such misfit were dimension-specific, owing to the possibility that some dimensions might be 
perceived as more important than the others by the professionals. 
Individual-Work Role Congruence and Person-Role Conflict 
Miner's (1981) theory takes the view that poor performance would be resulted when 
professional motives of an individual get left behind with the organizational requirements. 
Though not explicitly specified, its position is analogous to the demands-abilities perspective 
(D-A fit) in the P-0 fit framework. However, the theory is silent about what would happen if 
the individual motives exceed the organizational requirements. As an extension ofthe theory, 
we hypothesized that a motive discrepancy would have a different impact on perceived 
person-role conflict from that of a role requirement discrepancy. The results with respect to 
the absolute individual-work role congruence indexes provided some support for this 
hypothesis. W e found that except for the dimension of acquiring status, the absolute 
congruence index for the other four dimensions did not have any significant relationship with 
perceived person-role conflict. Based on the similar arguments discussed above, such 
findings provided some evidence for the presence ofdifferential effects. 
For the subgroup analyses, the findings at the aggregate level were consistent with 
those at the sub-dimensional level. The results showed that there was no significant 
relationship between motive discrepancy and perception ofconflict. However, role 
requirement discrepancy per se was a significant predictor ofperson-role conflict (except for 
the dimension of independent action). 
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There are several possible explanations for the above findings. One ofthem concerns 
with the level oftolerance for incompatibility. The traditional symmetrical U-shaped 
difference curve implies that a given amount of negative and positive difference would cause 
equal amount ofconflict. But there are many other difference curves that represent 
modifications of this form (Kahana, 1978; Kulka, 1979). As suggested by Caplan (1987), the 
U-shaped curve for the present study may be broadened at the base to represent the 
assumption that there is an interval of tolerance surrounding the motive discrepancy. That is, 
the respondents' tolerance for organizational requirements being higher than the individual 
motives may be greater than the vice versa. As a result, an individual may perceive person-
role conflict even ifone's professional motives are siightly higher than the organizational 
requirements, but does not perceive any conflict until the role requirements exceeds 
individual motives by a considerable amount. In other words, asymmetric effects exist for 
different directions of the differences. Further analyses ofthe data revealed that for our 
sample, the negative individual-work role congruence scores ranged from -0.47 to -0.76, 
whereas the positive congmence scores ranged from 0.59 to 0.83. Thus, the magnitude ofthe 
positive differences among our respondents may be not large enough to provoke a sense of 
roie conflict, which made us fail to demonstrate a significant relationship between motive 
discrepancy and perceived person-role conflict. 
Another possible explanation is that the match between professional motives and 
organizational role requirements should be viewed as a supplies-values (S-V) fit instead ofa 
demands-abilities (D-A) fit. According to Edwards (1996), S-V fit refers to the match 
between a person's values and the environmental supplies available to fulfill these values. In 
this context, values represent conscious desires held by the person (Edwards & Cooper, 1990; 
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French et al., 1982; Locke, 1976) and thus encompass preferences, interests, motives, and 
goals (Cummings & Cooper, 1979; Edwards, 1992; Schuler, 1980). As mentioned above, 
since most professional accountants have undergone rigorous professional socialization and 
have a strong professional identification, they may have a strong need that their professional 
motives be satisfied by their employing organization. When professional motives are viewed 
as needs and organizational role requirements are viewed as supplies, the pattem of 
relationships we obtained can be easily understood. When the supplies were in deficit (in the 
case ofrole requirement discrepancy), a person-role conflict was perceived, and thus we 
found a significant relationship between the two. On the other side, when the supplies 
exceeded the needs (in the case of motive discrepancy), there was little effect on perceived 
role conflict, and we did not find a significant relationship between them. These findings 
were consistent with the deficiency fit measure as suggested by P-E fit theory, which 
represents one kind of asymptotic relationships between the difference scores and the 
perceptions of stress (French et al., 1982; Caplan et aL, 1980). 
Perceived Role Conflict and Work Outcomes 
As expected, the results showed that perceptions of role conflict were significantly 
related tojob satisfaction and propensity to leave. The effects ofrole conflict on these two 
work-related attitudes have been studied extensively in prior research (Bedeian and 
Armenakis’ 1981; Kemery, Mossholder, and Bedeian, 1985; Kemery, Bedeian, Mossholder， 
and Touliatos, 1985). Consistent with their findings, our analyses showed that perception of 
role conflict was negatively related tojob satisfaction，and positively related to propensity to 
leave. Relatively few research has studied the impact ofrole conflict on organizational 
identification. Most ofthe prior research on organizational identification examined the 
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factors enhancing rather than reducing organizational identification (Ashforth and Saks, 
1996; Mael and Ashforth, 1995). The present study revealed that both types ofperceived role 
conflict were negatively related to organizational identification. Thus, exposing professional 
employees in a work context that induces a sense of role conflict would cause them to 
identify less strongly with their employing organization. However, we noted from Table 20 
that the two role conflict variables did not have a significant effect on the outcome variable 
simultaneously in any of the three models. A possible explanation for that may be our 
respondents did not clearly distinguish between these two types ofrole conflict. As a result, 
when these two variables were put together in one model, the effect ofone would dominate 
the effect of the other. 
Research and Managerial Implications 
The present study has helped to advance our understanding about the role conflict 
faced by employed accountants in the work setting. The findings offer several implications 
for both academic researchers and the management. 
First, this study presented a more extensive test ofthe professional role motivation 
theory. Prior research work has not explicitly tested the match between an organization type 
and the prescribed role requirements, as suggested by the theory (Miner, 1980b, Miner et al., 
1994), Instead, the researchers have often used the Oliver Organziation Description 
Questionnaire (OODQ) to classify a given organziation as belonging to a particular type and 
then unconditionally assumed that the role prescriptions ofthe organization under study are 
that ofthe desirable role requirements stated in the theory. By doing this, they treated the 
prescription ofsuch role requirements as a matter of“yes，，or “no，，while it should be more 
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realistically treated on a continuous basis. The present study developed a scale for the five 
professional role requirements specified in the theory and provided a direct measure ofthe 
extent to which such role requirements are demanded by the profession and the employing 
organization. 
Second, this study enhanced theory development by integrating professional role 
motivation theory with role theory and offering a framework for studying professional role 
conflict. Traditional research on professional conflict has focused on the so called 
organizational-professional conflict (Aranya and Ferris, 1984; Sorensen and Sorensen, 1974; 
Wallace，1993). Such conflict was vaguely defined as an incompatibility between 
organizational and professional commitment, and its existence was often assumed, rather 
than investigated (Aranya and Ferris, 1983). Based on the premise ofprofessional role 
motivation theory and role theory, the present study tried to figure out the exact types of 
conflict faced by the employed accountants, and developed a theoretical model ofthe 
antecedents and consequences of such conflict within a P-0 fit framework. It thus contributed 
to the existing literature on OPC by clarifying the nature ofconflict perceived by the 
employed professionals, and by exploring the important role played by the profession, the 
employing organization, and individual professional in the formation ofsuch conflict. 
Third, we refined the study of role conflict by focusing on specific dimensions ofit. 
Four types ofrole conflict have been commonly identified in the literature oforganizational 
behavior (Kahn et al, 1964; Rizzo, 1970), they are intrasender，intersender, person-role, and 
interrole conflict. They have distinct definition of their own, and they clearly come from 
different sources. However, prior research on role conflict has typically treated them as a 
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single construct - a general or overall role conflict (Keller, 1975; Netemeyer et al., 1990; 
Senatra, 1980). The researchers either neglected the antecedents ofthese different types of 
conflict and focused on their consequences, or assumed they have common antecedents. King 
and King (1990) has argued that the Kahn et al. (1964) definition ofrole conflict should be 
reexamined and more precisely developed. House, Schuker, and Levanoni (1983) have also 
suggested that role conflict must be defined much more narrowly than Rizzo et al. (1970) 
indicated. A variety of scholars have endorsed that role conflict is a multidimensional 
construct and that it is necessary to develop subscales for specific subareas ofit (Jackson and 
Schuler, 1985; Breaugh, 1986). For example, potential subscales for person-role conflict may 
include value conflict, goal conflict, and motive conflict. In fact, Breaugh (1986) has 
developed a set of subscales to measure role ambiguity. Similar subscales should be 
constructed for role conflict, as suggested by Harris (1991). 
In response to all these critics and suggestions, we narrowly defined the type of 
interrole and person-role conflict that were investigated, and developed specific subscales for 
measuring them. The results of the confirmatory factor analysis on the constructs ofmterrole 
and person-role conflict revealed a reasonably clear two-factor structure, with the loadings on 
each factor exceeded 0.50. The goodness-of-fit indexes also supported the two-factor model, 
suggesting that they were conceptually distinct constructs. The subscales we developed also 
exhibited a satisfactory reliability. 
Fourth, this study explored the differential effects of different nature ofincongruence 
on perceived role conflict. W e found that a positive and a negative congruence index may be 
interpreted by an individual in a quite different way, and one's tolerance for them may also be 
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different. More specifically, we found that interrole conflict existed only when the role 
requirements ofthe profession were higher than those of the organization but not the vice 
versa, and person-role conflict existed only when there was role requirement discrepancy but 
that motive discrepancy did not have any significant impact. These findings provided some 
insights to the professional conflict research, as future research in this area can pay more 
attention to this directional difference. 
Fifth, we took a first step to develop a Likert-type scale for assessing the professional 
motives laid out in professional role motivation theory in the accounting context. In the past, 
very limited amount of research has been conducted to study Miner's (1981) professional role 
motivation theory. One possible reason is that there is a lack of reliable and industrially 
acceptable measuring instrument for the constructs involved. The instrument developed by 
Miner (1981) to measure professional motives consists of 40 free response sentence 
completion items, which is extremely time consuming to complete. The reliability ofit has 
also been problematic and it is cumbersome to do the scoring of the items. The present study 
developed a shorter scale in the Likert-type format. Although the reliability for one ofthe 
dimensions (i.e., independent action) was not very satisfactory，the reliability for all other 
dimensions and the overall scale were reasonably good, and much better than that ofthe 
MSCS-FormP(Miner, 1981). 
Finally, this study offered some managerial implications for the recmitment and 
management ofaccounting professionals. As a misfit between an individual's professional 
motives and the professional role requirements of one's employing organization would likely 
cause a sense ofperson-role conflict, which in tum would lead to undesirable work outcomes, 
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professional organizations should consider professional motives possessed by ajob applicant 
as a crucial selection criterion in the recruitment process. They should select those applicants 
whose level of professional motives is matched with that of the organizational role 
requirements, as too little or too much professional motives may have a negative effect. In 
addition, if the development of professional identification precedes that oforganizational 
identification, then the ability of an organization to fulfill professional aspirations can be 
expected to affect professionals' identification to that organization (Aranya and Ferris, 1984; 
Kerr et al., 1977; Siegel, Agrawal, and Rigsby, 1997). The congruity thesis suggested by 
Aryee, Wyatt, and Min (1990) also endorsed that professionals' loyalty to the profession and 
their organization are not inherently antithetical. Proponents of this position maintain that 
employing organizations can facilitate work expectations of professionals by pursuing 
practices that reaffirm or accommodate the core values of professionalism. Hence, by 
pursuing practices that are compatible with the professional role requirements，organizations 
can reduce the interrole conflict perceived by their professional employees. 
Limitations and Future Research 
Although this study has provided relevant and interesting insights to the 
understanding of professional role conflict in the accounting context, several limitations 
associated with the study should be noted. First, cross-sectional data was used, consequently, 
the time sequence of the relationships among the variables cannot be determined 
unambiguously. The results, therefore, should not be interpreted as proof ofcausal 
relationships, but rather as lending support or non-support for an a prior causal scheme. 
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Second, a limited sample of professional accountants was used, therefore, caution is 
necessary in making generalizations without additional empirical tests of the model. In 
particular, around 80% ofour respondents were working in a professional organization (i.e., a 
C P A firm). It has been argued that greater compatibility of organizational and professional 
norms and values appears to exist in the professional firm setting than in other types of 
organizational settings where accountants are employed (Dillard and Ferris, 1989; Wallace, 
1995). Consequently, fature research may try to replicate this study in other non-professional 
settings, such as the accounting department of a given company. 
Third, we have not further investigated the differential results for the different 
dimensions ofprofessional motives and role requirements. Future research may assess the 
relative importance of these motives and role requirements to the professionals, or try to 
identify additional dimensions that are considered to be important by them. After an 
extensive review of the P-0 fit literature，Kristof (1996) has developed a proposition that the 
relationship between any specific form ofP-0 fit and an individual outcome variable will be 
moderated by the importance of the characteristics on which fit is assessed to the individual. 
Thus, it is important to ensure that the characteristics being studied are relevant to both the 
individual and the organization before any fit on them is assessed. 
Fourth, the various functional forms that represent the relationship between the 
congmence index and perceived role conflict have not be fully examined. P-E fit theory has 
proposed three basic hypothetical relationships between fit and strain (Edwards and Harrison, 
1993). They include a monotonic (linear) relationship, an asymptotic relationship, and a 
curvilinear relationship. The results of our study depicted an asymptotic relationship for both 
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person-role and interrole conflict. However, P-E fit theory has not specifically predict which 
relationship is more likely to occur in a given instance (Edwards, 1996). Thus, future research 
should develop a theoretical framework that helps us to understand under what situation 
would a particular relationship emerge. 
Fifth, all the measures ofthe independent and dependent variables were obtained from 
the same source, at the same time, and using similar scaling procedures. Common method 
variance, therefore, may have magnified the strength of some relationships. 
Conclusion 
In conclusion, the present research proposed a theoretical model within the P-0 fit 
framework to study the antecedents and consequences of two particular types ofrole conflict 
faced by employed professionals in the work setting, the professional-organizational interrole 
conflict and the person-role conflict. Consistent with what the professional role motivation 
theory has set out, this study showed that depending on the direction of the differences, a 
discrepancy between professional motives and organizational role requirements would have 
an undesirable impact on the employed professionals. In our case, such negative impact was 
reflected by a perception of person-role conflict. This study also successfully demonstrated 
that professionals working for an organization whose role requirements are not up to the 
standard of that prescribed by the profession would have a sense of interrole conflict. Finally, 
as predicted by the role theory, we expected that such kind of interrole conflict, as well as 
person-role conflict, would bring about some undesirable work outcomes. The empirical 
results supported our expectations and we found that perceptions of role conflict resulted in 
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lower level oforganizational identification andjob satisfaction, and increased propensity to 
leave. 
Although the present study has only studied two particular forms of role conflict 
among professional accountants, it sets the stage for future research to apply other theories 
developed by organizational behaviorists to the professional setting. W e believe that only 
when studies of the professionals are more theory driven would our understanding in this area 
be more clear and assertive. 
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APPENDIX A 
T H E QUESTIONNAIRE 
Survey on Professional Role of Accountants 
i 
The Chinese University ofHong Kong 
Department of Management 
Section A : 
Below are some statements concerning attitudes and perceptions of work. Please indicate the 
extent in which you agree with the following statements by putting a "V" in the appropriate 
squares. (Please note that you may find some of the items to be very similar to the others.) 
Strongly Strongly 
Disagree Agree 
1 2 3 4 5 
1. Learning tb:ough working is beneficial. • • • • • 
2. I have a continuous desire to acquire additional knowledge and skill. • • • • • 
3. I am interested in attending seminars held by professional bodies. • • • • • 
4. Reading accountingjoumals and newsletters is dull and boring. • • • • 口 
5. When I have to make an independentjudgment, I feel very uneasy. • • • • 口 
6. Having a private practice is not something I want to do. • • • • • 
7. When I believe what I do is right, I would carry it through persistently. • • • • • 
8. When I have a problem, I try m y very best to solve it myself. • • • • • 
9. Working for a widely respected organization is a major source of 
satisfaction and pride. • • • • • 
10. Having a large office would please me a great deal. • • • • • 
11. Having an important post in m y company means a great deal to me. • • • • • 
12. I value the respect from m y colleagues greatly. • • • • • 
13. When people seek help from me, I feel very urgent to provide one. • • • • • 
14. I enjoy giving guidance to newcomers very much. • • • • • 
15. When a person needs advice, I am eager to help. • • • • • 




1 2 3 4 5 
17. Professional ethics provide good guidelines for work behavior. • • • • • 
18. I have very strong loyalty to m y profession. • • 0 • • 
19. I am proud to tell others that I am part of the accounting profession. • • • • • 
20. A lifelong career in accounting is not what I have in mind. • • • • • 
21. When someone criticizes m y profession, it feels like a personal insult. • • • • • 
22. I am very interested in what others think about m y profession. • • • • • 
23. When I talk about m y profession, I usually say "we" rather than "they". • • • • • 
24. M y profession's successes are m y successes. • • • • • 
25. When someone praises m y profession, it feels like a personal compliment. • • • • • 
26. M y firm expects me to do something that I do not really want to do. • • • • • 
27. At work, I have to behave in a way that is desired by m y firm more 
than by myself. • • • • • 
28.Atwork,Ihavetodothingsthatshouldbedonedifferently. • • • • • 
29. I sometimes work on unnecessary things because m y firm wants 
me to do them. • • • • • 
30. I am self-motivated to do what my firm expects me to do. • • • • • 
31. At work, I can act in the same way regardless ofbeing as an 
employee or as a professional accountant. • • • • • 
32. The expectations of m y work behaviors and attitudes from my firm 
is incompatible with those from my profession. • • • • • 
33. It is not easy to be "a good employee" of my firm and "an ideal 
professional accountant" at the same time. • • • • • 
34. The work procedures and practices of my firm sometimes deviate 
from the standard practices of the profession. • • • • • 
35. The way I do my work seems to be more accepted by my firm 
than by my profession. • • • • • 
36. When someone criticizes my firm, it feels like a personal insult. • • • • • 
37. I am very interested in what others think about my firm. • • • • • 
38. When I talk about m y firm, I usually say "we" rather than "they". • • • • • 
39. M y firm's successes are my successes. • • • • • 




1 2 3 4 5 
41. All in all, I am satisfied with m y presentjob. • • • • • 
42. In general, I do not like m y presentjob. • • • • • 
43. In general, I like working in m y present company very much. • • • • • 
44. I frequently think of quitting myjob. • • • • • 
45. I am planning to search for a newjob during the next twelve months. • • • • • 
46. IfI have m y own way, I will be working for the present firm one 
year from now. • • • • • 
Section B : 
Here are some statements concerning the expectations of you from your firm and your 
profession. Please indicate to what extent do you perceive these expectations are imposed on you, 
by putting a "V” in the appropriate squares. 
No Expectation Very Strong 
At All Expectation 
1 2 3 4 5 
As ao employee of m y firm, I am expected B Y M Y F I R M : 
1. to develop my technical expertise on an ongoing basis. • • • • • 
2. to acquire accounting knowledge and skill through working. • • • • • 
3. to be familiar with the most current accounting knowledge. • • • • • 
4. to decide how m y tasks should be done by myself. • • • • • 
5. to exercise m y independent professionaljudgments frequently. • • • • • 
6. to decide what is most appropriate for the clients without being 
subject to their influence. • • • • • 
7. to seek recognition of m y professional status from others (e.g. 
acquiring a professional qualification) • • • • • 
8. to promote myself or m y firm among professional colleagues, 
clients, and potential clients. • • • • • 
9. to do whatever I can within the law to help the clients. • • • • • 
10. to provide guidance to the newcomers of m y firm. • • • • • 
1 0 0 
No Expectation Very Strong 
At All Expectation 
1 2 3 4 5 
11. to act in a way that serves the best interests of the clients. • • • • • 
12. to agree with the ethical norms and values within m y profession. • • • • • 
13. to have a strong sense ofbelonging to m y profession. • • • • • 
14. to exhibit a high level of commitment to m y profession. • • • • • 
As a professional accountant, I am expected BY THE PROFESSIONAL BODIES : 
1. to develop m y technical expertise on an ongoing basis. • • • • • 
2. to acquire accounting knowledge and skill through working. • • • • • 
3. to be familiar with the most current accounting knowledge. • • • • • 
4. to decide how m y tasks should be done by myself. • • • • • 
5. to exercise m y independent professionaljudgments frequently. • • • • • 
6. to decide what is most appropriate for the clients without being 
subject to their influence. • • • • • 
7. to seek recognition of m y professional status from others (e.g. 
acquiring a professional qualification) • • • • • 
8. to promote myself or m y firm among professional colleagues, 
clients, and potential clients. • • • • • 
9. to do whatever I can within the law to help the clients. • • • • • 
10. to provide guidance to those who enter my profession later than me. • • • • • 
11. to act in a way that serves the best interests of the clients. • • • • • 
12. to agree with the ethical norms and values within my profession. • • • • • 
13. to have a strong sense ofbelonging to m y profession. • • • • • 
14. to exhibit a high level of commitment to m y profession. • • • • • 
Section C : Personal Information 
1. Sex: • male • female 
2. Age: 
1 0 1 
3. Educational Level : • secondary • tertiary • others  
4. Do you have a degree (bachelor, master, or doctoral degree) in accounting? Dyes Dno 
5. Are you a member of any accounting professional associations (e.g. HKSAy^ACCA, AICPA)? 
• yes • no 
6. The type ofaccountingjob I do is : • audit • tax • financialaccounting 
• managerial accounting • others  
7. Which level does yourjob position belong to : • junior • semi-senior • senior 
8. The number ofyear(s) that I have worked in the accounting profession is: _____ year(s) 
9. The number ofyear(s) that I have worked in m y present company is: year(s) 
10. The number of employee(s) in m y company is : 
• lessthan 10 • 10-49 • 50andabove 
11. Do you want to receive a summary of the results of this study? • yes • no 
— T h e End. Thank you very much.---
1 0 2 
R E F E R E N C E S 
Abbott, A. (1988). The System of Professions: An Essay on the Division of Expert of Labor. 
Chicago: University of Chicago Press. 
Al-Kelabi, S. A. (1991). A multiple level, limited domains theory ofleadership: An empirical 
investigation ofleadership in professional and hierarchic domains. Ph.D. dissertation, 
State University ofNew York at Buffalo, Buffalo, N Y . 
Alutto, J., & Vredenburgh[, D. J. (1977). Characteristics of decisional participation by nurses. 
Academy of Management Journal, 20, 341-347. 
Aranya, N. & Ferris, K. R. (1983). Organizational-professional conflict among U.S. and 
Israeli professional accountants. The Journal of Social Psychology, 119, 153-161. 
Aranya, N. & Ferris, K. R. (1984). A Reexamination of accountants' organizational-
professional conflict. The Accounting Review, 59(1), 1-15. 
Aranya，N., Pollock, J., & Amemic，J. (1981). An examination of professional commitment in 
public accounting. Accounting, Organizations and Society, 6(4), 271-280. 
Aryee, S.，Wyatt, T., & Min, M . K. (1990). Antecedents of organizational commitment and 
turnover intentions among professional accountants in different employment settings in 
Singapore. The Journal of Social Psychology, 131(4), 545-556. 
Ashforth, B. E., & Saks，A. M . (1996). Socialization tactics: Longitudinal effects on 
newcomer adjustment. Academy of Management Journal, 39(1)，149-178. 
Bacharach, S., & Bamberger, P. (1992). Causal models of role stressor antecedents and 
consequences: The importance of occupational differences. Journal ofVocational 
Behavior, 41, 13-34. ^ 
Bandura, A., & Walters, R. (1963). Social Learning and Personality Deyelopment. NY: Hoit, 
Rinehart, & Winston. 
Banton, M . (1965). Roles: An Introduction to the Study of Social Relations. NY: Basic 
Books. 
Bartol, L. (1979), Professionalism as a predictor of organizational commitment, role stress, 
and turnovers: A multidimensional approach. Academy of Management Journal, 22, 
815-821. ‘ 
Bedeian，A. Y.，& Armenakis, A. A. (1981). A path-analytic study of the consequences of 
role conflict and ambiguity. Academy of Management Journal, 24, 417-424. 
1 0 3 
Bellu, R. R., Davidsson, P., & Goldfarb C. (1990). Toward a theory ofentrepreneurial 
behavior: Empirical evidence from Israel, Italy, and Sweden. Entrepreneurship and 
Regional Development, 2, 195-209. 
Berman, F. E., & Miner, J. B. (1985). Motivation to manage at the top executive level: A test 
ofthe hierarchic role-motivation theory. Personnel Psychology, 38，377-391. 
Blau, G. J. (1987). Using a person-environment fit model to predictjob involvement and 
organizational commitment. Journal ofVocational Behavior, 30, 240-257. 
Blau, P. M., & Scott, W . R. (1962). Formal Organization. San Fransciso: Chandler. 
Block, J. (1978). The Q-sort Method in Personality Assessment andPsychiatric Research. 
Palo Alto, CA: Consulting Psychologist Press. 
Bowen, D. E., Ledford, G. E.，& Nathan, B. R. (1991). Hiring for the organization, not the 
job. Academy of Management Executive, 4, 35-51. 
Boxx, W . R., Odom, R. Y., & Dunn，M. G. (1991). Organizational values and value 
congruency and their impact on satisfaction, commitment, and cohesion: An empirical 
examination within the public sector. Public Personnel Management, 20(1), 195-205. 
Breaugh, J. A. (1986). Further examination of thejob ambiguity scales. Paper presented at the 
46th Amiual Convention of the Academy of Management, Chicago, IL. 
Bretz, R. D. Jr., & Judge，T. A. (1994). Person-organization fit and the theory ofwork 
adjustment: Implications for satisfaction, tenure, and career success. Journal of 
Vocational Behavior, 44, 32-54. 
Brin, 0. G,，Jr. (1966). Socialization through the life cycle. In 〇.G. Brim, Jr. and S. Wheeler 
(Eds.), Socialization after Childhood: Two Essays Q3p. 1-50). NY: Wiley. 
Cable, D. M., & Judge，T. A. (1996). Person-organization fit,job choice decisions, and 
organizational entry. Organizational Behavior and Human Decision Processes, 67(3), 
294-311. 
Caidwell) D. F., & 0，Reilly, C. A. (1990). Measuring person-job fit with a profile 
comparison process. Journal ofAppliedPsychology, 75, 648-657. 
Cammann, C., Fichman, Jenkin, & Klesh (1983). Assessing Organizational Change: A Guide 
to Methods, Measures, and Practices (pp. 71-138). NY: Wiley. 
Caplan, R. D. (1987). Person-environment fit theory and organizations: Commensurate 
dimensions, time perspectives, and mechanisms. Journal ofVocational Behavior, 31, 
248-267. 
1 0 4 
Caplan, R. D.，Cobb, S., French, J. R. P. Jr., Harrison, R. V., & Pinneau, S. R. (1980). Job 
Demands and Worker Health: Main Effects and Occupational Differences. Ann Arbor, 
MI: Institute for Social Research. 
Chatman, J. A. (1989). Improving interactional organizational research: A model of person-
organization fit. Academy of Management Review, 14(3), 333-349. 
Chatman, J. A. (1991). Matching people and organizations: Selection and socialization in 
public accounting firms. Administrative Science Quarterly, 36, 459-484. 
Chesney, M . A., & Rosenman, R. H. (1980). Type A behavior in the work setting. In C. L. 
Cooper and R. Payne (Eds.), Current Concerns in Occupational Stress (pp. 187-212). 
NY: Wiley. 
Cohen, J., & Cohen, P. (1983). Applied Multiple Regression / Correlation Analysis for the 
Behavioral Sciences. Hillsdale, NJ: Lawrence Erlbaum Assoc. 
Colarelli, S. M . (1984). Methods of communication and mediating processes in realisticjob 
previews. Journal of Applied Psychology, 69(4), 633-642. 
Collins, 0. F., Moore D. G., & Unwalla, D. B. (1964). The Enterprising Man. East Lansing, 
MI: Bureau of Business and Economic Research, Michigan State University. 
Cooke, R. A., & Rousseau, D. M . (1983). Relationship oflife events and personal 
orientations to symptoms of strain. Journal ofApplied Psychology, 68，446-458. 
Corwin, R. G. (1961), The professional employee: A study of conflict in nursing roles. 
American Journal of Sociology, 66，604-615. 
Cronbach, L. J. (1958). Proposals leading to analytic treatment of social perception scores. In 
R. Tagiuri, L. Petmilo (Eds.), Person Perception and Interpersonal behavior Q3p. 353-
379). Stanford, CA: Stanford University Press. 
Cummings, T. G., & Cooper, C. L. (1979). Cybernetic framework for studying occupational 
stress. Human Relations, 32, 395-418. 
Dawis, R. V.，& Lofquist, L. H. (1984). A Psychological Theory of WorkAdjiistment. 
Minneapolis, M N : University ofMinnesota Press. 
Dillard, J. F.，& Ferris, K. R. (1989). Individual behavior in professional accounting firms; A 
review and synthesis. Journal ofAccounting Literature, 8, 208-234. 
Dingwall, R. (1983). Introduction. In R. Dingwall, & P. Lewis (Eds.), The Sociology of 
Professions (pp. 1-13). NY: St. Martin's Press. 
1 0 5 
Dougherty, T. W., 8c Pritchard，R. D. (1985). The measurement of role variables: Exploratory 
examination of a new approach. Organizational Behavior and Human Decision 
Processes, 35, 141-155. 
Downey, H. K., Hellriegel, D., & Slocum，J. W . Jr. (1975). Congruence between individual 
needs, organizational climate, job satisfaction and performance. Academy of 
Management Journal, 18(1), 149-155. 
Edwards, J. R. (1991). Person-job fit: A conceptual integration, literature review and 
methodological critique. International Review of Industrial / Organizational 
Psychology, (Vol. 6, pp. 283-357). London: Wiley. 
Edwards, J. R. (1992). A cybemetic theory of stress, coping, and well being in organizations. 
Academy of Management Review, 17, 238-274. 
Edwards, J. R. (1993). Problems with the use of profile similarity indexes in the study of 
congruence in organizational research. Personnel Psychology, 46, 641-665. 
Edwards, J. R. (1994a). Regression analysis as an alternative to difference scores. Journal of 
Management, 20(3), 683-689. 
Edwards, J. R. (1994b). The study of congruence in organizational behavior research: 
Critique and a proposed alternative. Organizational Behavior and Human Decision 
Processes, 58, 51-100, 323-325. 
Edwards, J. R. (1995). Alternatives to difference scores as dependent variables in the study of 
congruence in organizational research. Organizational Behavior and Human Decision 
Processes, 64(3)，307-324. 
Edwards, J. R. (1996). An examination of competing versions of the person-environment fit 
approach to stress. Academy of Management Journal, 39(2), 292-339. 
Edwards, J. R.，& Cooper, C. L. (1990). The person-environment fit approach to stress: 
Recurring problems and some suggested solutions. Journal of Organizational Behavior, 
11,293-307. 
Edwards, J. R., & Harrison, R. V. (1993). Job demands and worker health: Three-dimensional 
reexamination of the relationship between person-environment fit and strain. Journal of 
AppliedPsychology, 78(4), 628-648. 
Edwards, J. R.，& Parry, M . E. (1993). On the use of polynomial regression equations as an 
alternative to difference scores in organizational research. Academy of Management 
Journal, 36(6), 1577-1613. 
Etzioni, A. (1964). Modern Organizations. Englewood Cliffs, NJ: Prentice-Hall. 
1 0 6 
Fava, J. L., & Velicer, W . F. (1992). An empirical comparison of factor, image, component, 
and scale scores. Multivariate Behavioral Research, 27(3), 301-322. 
Fisher, C. D. (1986). Organizational socialization: An integrative review. In K. M . Rowland 
& G. R. Ferris (Eds.), Research in Personnel and Human Resources. Greenwich, CT: 
JAI Press. 
Fisher, C. D., & Gitelson, R. (1983). A meta-analysis of the correlates of role conflict and 
ambiguity. Journal of Applied Psychology, 68(2), 320-333. 
Freidson, E. (1970a). Profession of Medicine: A Study of the Sociology ofApplied 
Knowledge. N Y : Dadd, Mead and Co. 
Freidson, E. (1970b). Professional Dominance. Chicago: Aldine. 
Freidson, E. (1983). The theory of profession. In R. Dingwall, & P. Lewis (Eds.), The 
Sociology of Professions (^p. 19-37). NY: St. Martin's Press. 
French, J. R. P. Jr., Caplan, R. D., & Harrison, R. V. (1982). The Mechanisms ofJob Stress 
and Strain. London: Wiley. 
French, J. R. P. Jr., Rogers, W., & Cobb，S. (1974). Adjustment as person-environment fit. In 
G. V. Coelho, D. A. Hamburg, & J. E。Adams (Eds.), Coping and Adaptation (pp. 316-
333). NY: Basic Books. 
Frey, B. S. (1993). Does monitoring increase work effort? The rivalry with trust and loyalty. 
Economic Inquiry, 31, 663-670. 
Getzels，J. W., & Guba, E. G. (1954). Role, roie conflict, and effectiveness: An empirical 
study. American Sociological Review, 19, 164-175. 
Ghoshal, S., & IvIoran, P. (1996). Bad for practice: A critique of the transaction cost theory. 
Academy ofManagement Review, 21(1), 13-47. 
Goode, W . J. (1957). Community within community: The professions. American Sociological 
Review, 22，194-200. 
Goode, W . J. (1969). The theoretical limits of professionalization. Jn A. Etzioni (Ed.), The 
Semi-professionals and Their Organization. New York: Free Press. 
Gouldner, A. W . (1957). Cosmopolitans and locals: Toward an analysis of latent social roles. 
Administrative Science Quarterly, 2, 281-306. 
Gross, N., Mason, W . S., & McEachem, A. W . (1958). Explorations in Role Analysis. N e w 
York: Wiley. 
1 0 7 
Grover, S. L. (1993). W h y professionals lie: The impact of professional role conflict on 
reporting accuracy. Organizational Behavior and Human Decision Processes, 55, 251-
272. 
Gunz, H. P. & Gimz, S. P. (1994). Professional / organizational commitment andjob 
satisfaction for employed lawyers. Human Relations, 47(7), 801-828. 
Hall, R. H. (1967). Some organizational considerations in the professional-organizational 
relationship. Administrative Science Quarterly, 12，461-478. 
Hall, R. H. (1968). Professionalization and bureaucratization. American Sociological Review, 
33, 92-104. 
Hardy, M . E., & Hardy, W . L. (1992). Role stress and role strain. In M . E. Hardy, & M . E. 
Conway (Eds.), Role Theory: Perspective for Health Professionals. Norwalk, Conn: 
Appleton and Lange. 
Harris, M . M . (1991). Role conflict and role ambiguity as substance versus artifact: A 
confirmatory factor analysis of House, Schuler, and Levanoni's (1983) scales. Journal 
ofAppliedPsychology, 76(1), 122-126. 
Haskins, M . E., Baglioni, A. J. Jr., 8c Cooper，C. L. (1991). An investigation of the sources, 
moderators, and psychological symptoms of stress among audit seniors. Contemporary 
Accounting Research, 6(2), 361-385. 
Herbst, P. G. (1976). Alternatives to Hierarchies. Leiden, Netherlands: Martinus Nijhoff. 
Holland, M . G., Black, C. H., & Miner, J. B. (1987). Using managerial role motivation theory 
to predict career success. Health Care Management Review, 12(4), 57-64. 
H o m , J. L, (1965). An empirical comparison of methods for estimating factor score. 
Educational and Psychological Measurement, 25, 313-322. 
House, R. J., & Rizzo，J. R. (1972). Role conflict and ambiguity as critical variables in a 
model of organizational behavior. Organizational Behavior and Human Performance, 
7, 467-505. 
House, R. J., Schuler, R. S., & Levanoni, E. (1983). Role conflict and ambiguity scales: 
Reality or artifacts? Journal of Applied Psychology, 68, 334-337. 
Hrebiniak，L. G., & Alutto, J. A. (1968). Personal and role-related factors in the development 
of organizational commitment. Administrative Science Quarterly, 17(4)，555-573. 
Hughes, E. C. (1958). Men and Their Work. Glencoe, IL: Free Press. 
Ilgen, D. R., & Hollenbeck, J. R. (1990). The structure of work: Job design and roies. In M . 
D. Dunnette, & L. M . Hough (Eds.), Handbook of Industrial and Organizational 
1 0 8 
Psychology (2"^  Ed., Vol. 2, pp. 165-207). Palo Alto, CA: Consulting Psychologists 
Press. 
Ivancevich, J. M . (1979). A n analysis of participation in decision making among project 
engineers. Academy of Management Journal, 22, 253-269. 
Ivancevich, J. M., & Matteson, M . T. (1980). Nurses and stress: Time to examine the 
potential problem. Supervisor Nurse, 11，17-22. 
Jackson, S. E., & Schuler, R. S. (1985). A meta-analysis and conceptual critique of research 
on role ambiguity and role conflict in work settings. Organizational Behavior and 
Human Decision Processes, 36, 16-78. 
Johns, G. (1981). Difference score measures of organizational behavior variables: A critique. 
Organizational Behavior and Human Performance, 27, 443-463. 
Joreskog，K. G. (1993). Testing structural equation models. In K. A. Bollen, & J. S. Long 
(Eds.), Testing Structural Equation Models (pp. 294-316). Beverly Hills, CA: Sage. 
Joreskog, K. G., & Sorbom, D. (1993). LISREL 8: Structural Equation Modeling with the 
SIMPLIS Command Language. Chicago, IL: Scientific Software International. 
Kahn, R., Wolfe, D., Quinn, R., Snoek, J., & Rosenthal, R. (1964). Organizational Stress: 
Studies in Role Conflict and Ambiguity. NY: Wiley. 
Kahana, E. (1978). A congruence model of person-environment interaction. In M . P. Lavvton 
(Ed.), Theory Development in Environments and Aging. NY: Wiley. 
Katz, D., & Kahn’ R. L. (1978). The Social Psychology ofOrganizations (T^ Ed). NY: 
Wiiev. * 
Keller. R. T. (1975). Role conflict and ambiguity: Correlates withjob satisfaction and values. 
Personnel Psychology, 28, 57-64. 
Kcl!ovvay, E. K. (1995). Structural equation modelling in perspective. Journal of 
Organizational Behavior, 16, 2 15-224. 
Kemer>-, E. R., Bedeian, A. G., Mossholder, K. W.. & Touliatos, J. (1985). Outcomes ofrole 
stress: A miiltisample consimcu\e replication. Acaderny ofManagement Journal, 28, 
363-375. 
Kemery, E. R., Mossholder. K. W., & Bedeian, A. G. (1985). Role stress, physical 
symptomatoloty. and turnover intentions: A causal anal>.sis ofthree alternative 
specification. Journal ofOccupaiional Behavior. 8, 1 1-23. 
1 0 9 
Kerr, S.，Von Glinow, M., & Schriesheim, J. (1977). Issues in the study of professionals in 
organizations: The case of scientists and engineers. Organizational Behavior and 
Human Performance, 18, 329-345. 
King, L. A., & King, D. W . (1990). Role conflict and role ambiguity: A critical assessment of 
construct validity. Journal of Applied Psychology, 107(1), 48-64. 
Kopelman, R. E., Greenhaus, J. H., & Connolly, T. F. (1983). A model of work, family, and 
interrole conflict: A construct validation study. Organizational Behavior and Human 
Performance, 32, 198-215. 
Kristof, A. L. (1996). Person-organization fit: An integrative review of its conceptualizations, 
measurement, and implications. Personnel Psychology, 49, 1-49. 
Kulka, R. A. (1979). Interaction as person-environment fit. New Directions for Methodology 
of Behavior Science, 2, 55-71. 
Larson, M . S. (1977). The Rise of Professionalism: A Sociological Analysis. Berkeley, CA: 
University California Press. 
Lent, E. B., & Lopez, F. G. (1996). Congruence from many angles: Relations of multiple 
congruence indexes tojob satisfaction among adult workers. Journal of Vocational 
Behavior, 49, 24-37. 
Locke, E. A. (1976), The nature and causes ofjob satisfaction. In M . Dunnette (Ed.), 
Handbook of Industrial and Organizational Psychology (pp. 1297-1350). Chicago: 
Rand McNally. 
Mael, F. A.，& Ashforth，B. E. (1992). Alumni and their alma mater: A partial field test of the 
reformulated model of organizational identification. Journal of Organizational 
Behavior, 13(2)，103-123. 
Mael, F. A., & Ashforth, B. E. (1995). Loyal from day one: biodata, organizational 
identification, and turnover among newcomers. Personnel Psychology, 48, 309-333. 
Maister, D. H. (1993). Managing the Professional Service Firm. NY: Free Press. 
Marsh, H., Balla, J., & McDonald, R. (1988). Goodness-of-fit indexes in confirmatory factor 
analysis: The effect of sample size. Psychological Bulletin, 103，391-410. 
Matteson, M . T.，& Ivancevich，J. M . (1982). Type A and B behavior patterns and health 
symptoms: Examining individual and organizational fit. Journal of Occupational 
Medicine, 24, 585-589. 
Merton, R. K. (1968). Social Theory and Social Structure. Free Press. 
1 1 0 
Michaels, R. E., Day, R. L., & Joachimsthaler, E. A. (1987). Role stress among industrial 
buyers: An integrative model. Journal of Marketing, 51, 28-45. 
Miller, G. A., (1967). Professionals in bureaucracy: Alienation among industrial scientists 
and engineers. American Sociological Review, 32, 755-768. 
Miner, J. B. (1965). Studies in Management Education. Buffalo, NY: Organizational 
Measurement System Press. 
Miner, J. B. (1971). Management Theory. NY: Macmillan. 
Miner, J. B. (1975). The uncertain future of the leadership concept: An overview. In J. G. 
Hunt & L. L. Larson (Eds.), Leadership Frontiers. Kent, Ohio: Kent State University 
Press. 
Miner, J. B. (1977). Motivation to Manage. Buffalo, NY: Organizational Measurement 
Systems Press. 
Miner, J. B. (1978). Twenty years of research on role motivation theory of managerial 
effectiveness. Personnel Psychology, 31，739-760. 
Miner, J. B. (1980a). Limited domain theories of organizational energy. In C. C. Pinder & L. 
F. Moore (Eds.)�Middle Range Theory and the Study of Organizations (^p.273-286). 
Boston: Martinus Nijhoff. 
Miner, J. B. (1980b). The role of managerial and professional motivation in the career success 
of management professors. Academy of Management Journal, 23(3), 487-508. 
Miner, J. B. (1981). Scoring Guide for the Miner Sentence Completion Scale — Form P. 
Buffalo, NY: Organizational Measurement Systems Press. 
Miner, J. B. (1982). The uncertain future of the leadership concept: Revisions and 
clarifications. The Journal ofApplied Behavioral Science, 18(3), 293-307. 
Miner, J. B. (1990). Entrepreneurs, high growth entrepreneurs, and managers: Contrasting 
and overlapping motivational patterns. Journal of Business Venturing, 5, 221-234. 
Miner, J. B. (1993). Role Motivation Theories. NY: Routledge. 
Miner, J. B., Chen, C. C., & Yu, K. C. (1991). Theory testing under adverse conditions: 
Motivation to manage in the People's Republic of China. Journal ofApplied 
Psychology, 76, 343-349. 
Miner, J. B., Crane, D. P., & Vandenberg, R. J. (1994). Congruence and fit in professional 
role motivation theory. Organization Science, 5(1), 86-97. 
1 1 1 
Miner, J. B., Smith, N. R., & Bracker，J. S. (1989). The role of entrepreneurial task 
motivation in the growth of technologically innovative firms. Journal ofApplied 
Psychology, 74, 554-560. 
Minzberg, H. (1983). Power In andAround Organizations. Englewood Cliffe, NJ: Prentice-
Hall. 
Minzberg, H. (1984). Power and organization life cycles. Academy of Management Review, 9, 
207-224. 
Minzberg, H. (1985). The organization as political arena. Journal of Management Studies, 22, 
133-154. 
Montagna, P. D. (1968). Professionalization and bureaucratization in large professional 
organizations. American Journal of Sociology, 74, 138-145. 
Moore, W . E. (1976). The Professions: Roles andRules. NY: Sage. 
Morris, J. D. (1979). A comparison of regression prediction accuracy on several types of 
factor scores. American Educational Research Journal, 16(1), 17-24. 
Morrow, P. (1993). The Theory and Measurement ofWork Commitment. Greenwich, CT: JAI 
Press. 
Muchinsky, P. M., & Monahan, C. J. (1987). What is person-environment congruence? 
Supplementary versus complementary models of fit. Journal of Vocational Behavior, 
31,268-277. 
Neiman, L. J., & Hughes, J. W . (1951). The problem of the concept of the role: A resurvey of 
the literature. Social Forces, 30, 141-149. 
Netemeyer，R. G., Johnston, M . W.，& Burton, S. (1990). Analysis of role conflict and role 
ambiguity in a structural equations framework. Journal ofApplied Psychology, 75(2), 
148-157. 
Nisbett, R. E.，& Ross, L. (1980). Human Interface: Strategies and Shortcomings of Social 
Judgement. Englewood Cliffs, NJ: Prentice-Hall Lic. 
Oliver, J. E. (1981). Scoring Guide for the Oliver Organization Description Questionnaire. 
Buffalo, NY: Organization Measurement Systems Press. 
Ostroff, C., & Rothausen, T. J. (1997). The moderating effect of tenure in person-
environment fit: A field study in educational organizations. Journal of Occupational 
and Organizational Psychology, 70, 173-188. 
Pandey, S., & Kumar, E. S. (1997). Development of a measure of role conflict. International 
Journal of Conflict Management, 8(3), 187-215. 
1 1 2 
Parsons, T. (1951). The SocialSystem. NY: Free Press. 
Parsons, T. (1968). Professions. In D. Sills (Ed.), International Encyclopedia of the Social 
Sciences (Vol. 12, pp. 536-547). NY: Macmillan, Free Press. 
Patsfall M . R., & Feimer, N. R. (1985). The role of person-environment fit injob 
performance and satisfaction. In H. J. Bemardin，& D. A. Bownas (Eds.), Personality 
Assessment in Organizations Q3p. 53-81). NY: Praeger. 
Pilgrim, M . S. (1986). Development of a professional role-motivation training package for 
special educators. Ph.D. dissertation, Georgia State University, Atlanta, G A . 
Porter, C. G. (1991). Role motivation in a rapidly growing, privately-held manufacturing 
company. Unpublished paper, State University ofNew York at Buffalo, Buffalo. 
Posner, B. Z. (1992). Person-organization values congruence: N o support for individual 
differences as a moderating influence. Human Relations, 45(4), 351-361. 
Reichers, A. E. (1987). A n interactionist perspective on newcomer socialization rates. 
Academy of Management Review, 12, 278-287. 
Rizzo, J. R., House, R. J., & Lirtzman, S. I. (1970). Administrative Science Quarterly, 15, 
150-163. 
Salancik, G.，& Pfeffer, J. (1977). An examination of need-satisfaction models ofjob 
attitudes. Administrative Science Quarterly, 22, 427-456. 
Salancik, G.，& Pfeffer，J. (1978). A social information processing approach tojob attitudes 
and task design. Administrative Science Quarterly, 23, 224-253. 
Satow, R. L. (1975). Value rational authority and professional organizations: Weber's 
missing type. Administrative Science Quarterly, 20, 526-531. 
Schroeder, R. G., & Imdieke，L. F. (1977). Local-cosmopolitan and bureaucratic perceptions 
in public accounting firms. Accounting, Organizations and Society, 1，39-45. 
Schuler, R. S. (1980). Definition and conceptualization of stress in organizations. 
Organizational Behavior and Human Performance, 25, 184-215. 
Schweiker, R. F. (1967). Factor scores aren't scared: Comments on “Abuses of factor scores". 
American Educational Research Journal, 4，168-170. 
Schwepker, C. H. Jr., Ferrell,〇.C., & Ligram，T. N. (1997). The influence ofethical climate 
and ethical conflict on role stress in the sales force. Journal of the Academy of 
Marketing Science, 25(2), 99-108. 
1 1 3 
Senatra, P. T. (1980). Role conflict, role ambiguity, and organizational climate in a public 
accounting firm. Accounting Review, 55(4), 594-603. 
Sharma, A. (1997). Professional as agent: Knowledge asymmetry in agency exchange. 
Academy of Management Review, 22(3), 758-798. 
Siegel, P. H., Agrawal，S., & Rigsby, J. T. (1997). Organizational and professional 
socialization: Institutional isomorphism in an accounting context. The Mid-Altantic 
Journal of Business, 33(1), 49-68. 
Skinner, B. F. (1971). BeyondFreedom andDignity. NY: Knopf. 
Smith, C. S., & Tiask, J. (1993). Discrepancy measures of role stress revisited: N e w 
perspectives on old issues. Organizational Behavior and Human Decision Processes, 
56,285-307. 
Sorensen, J. E. (1967). Professional and bureaucratic orientations in the public accounting 
firm. The Accounting Review, 42, 553-565. 
Sorensen, J. E., & Sorensen, T. L. (1972). Comparison of 1965 and 1970 organizational and 
professional profiles and migration plans of large-firm CPAs. In T. J. Bums (Ed.), 
Behavioral Experiments in Accounting. Columbus, Ohio: College of Administrative 
Science. The Ohio State University. 
Sorensen, J. E., & Sorensen, T. L. (1974). The conflict of professionals in bureaucratic 
organizations. Administrative Science Quarterly, 19(1), 98-106. 
Staw, B. M., & Ross, J. (1985). Stability in the midst of change: A dispositional approach to 
job attitudes. Journal ofApplied Psychology, 70，469-480. 
Sullivan, S. E., & Bhagat，R. S. (1992). Organizational Stress,job satisfaction andjob 
performance: Where do we go from here? Journal of Management, 18(2), 353-374. 
Tarmenbaum，A. S., & Kuleck, W . J. Jr. (1978). The effect on organizational members of 
discrepancy between perceived and preferred rewards implicit in work. Human 
Relations, 31, 809-822. 
Terborg，J. R. (1981). Interactional psychology and research on human behavior in 
organizations. Academy ofManagement Review, 6, 569-576. 
Thomton, R. (1970). Organizational involvement and commitment to organization and 
profession. Administrative Science Quarterly, 15，417-426. 
Tisak, J.，& Smith, C. S. (1994a). Defending and extending difference score methods. Journal 
of Management, 20(3), 675-682. 
1 1 4 
Tisak, J., & Smith, C. S. (1994b). Rejoinder to Edwards's Comments. Journal of 
Management, 20(3), 691-694. 
Tom, V. R. (1971). The role of personality and organizational image in the recruiting process. 
Organizational Behavior and Human Performance, 6, 573-592. 
Tracy, L., & Johnson, T. W . (1981). What do the role conflict and role ambiguity scales 
measure? Journal of Applied Psychology, 66, 464-469. 
Tuma, N. B.，& Grimes, A. J. (1981). A comparison of models of role orientations of 
professionals in a research oriented university. Administrative Science Quarterly, 26, 
187-206. 
Tziner, A. (1987). Congruency issue,retested using Fineman's achievement climate notion. 
Journal of Social Behavior and Personality, 2, 63-78. 
Van Sell, M., Brief, A. P., & Schuler，R. S. (1981). Role conflict and role ambiguity: 
Integration of the literature and directions for future research. Human Relations, 34(1)， 
43-71. 
Vancouver, J. B., & Schmitt, N. W . (1991). An exploratory examination of person-
organization fit: Organizational goal congruence. Personnel Psychology, 44, 333-352. 
Vollmer, H. M., & Mills, D. L. (1966). Professionalization. Englewood Cliffs, NJ: Prentice-
Hall. 
Wallace, J. E. (1993). Professional and organizational commitment: Compatible or 
incompatible? Journal ofVocational Behavior, 42, 333-349. 
Wallace, J. E. (1995). Organizational and professional commitment in professional and 
nonprofessional organizations. Administrative Science Quarterly, 40，228-255. 
Wanous, J. (1980). Organizational Entry: Recruitment, Selection, and Socialization of 
Newcomers. Reading，MA: Addison-Wesley. 
Weber, M . (1968). Economy and Society. NY: Bedminster Press. 
Weiss, H., & Adler, S. (1984). Personality and organizational behavior. In B. M . Staw, & L. 
L. Cummings (Eds.), Research in Organizational Behavior (Vol. 6，pp. 711-718). 
Greenwich, CT: JAI Press. 
Wiiensky, H. (1964). The professionalization of everyone? American Journal of Sociology, 
70, 137-158. 
Wolins, L. (1982). Research Mistakes in the Social and Behavior Sciences. Ames, IA: The 
Iowa State University Press. 
•\ -• 
CUHK L i b r a r i e s 
• •37謂5? 
